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Abstract
Job satisfaction and voluntary turnover intention (intention to stay or to quit) are 
much-studied phenomena, yet they are still not entirely understood. Public service 
ethos is a concept that is believed to have been eroded significantly due to a series 
of waves of public sector reforms that reached their peak in the 1980s and 1990s, but 
with impacts that are still being felt today. The underlying philosophy of using market 
forces to inject commercial rigour into the provision of services to the public is 
controversial, and there is uncertainty regarding what impact if any this trend has had 
on both the services themselves and the people involved in delivering them.
This study was carried out primarily among the staff of a “typical” local government 
body in southeast England in 2007/08, with semi-structured interviews and a 
questionnaire based on the earlier work of Spector (1997), Price (2001) and Lyons et 
al (2006). It was intended to assess the overall levels of job satisfaction and 
voluntary turnover intention among this workforce in order to benchmark against pre­
existing norms from earlier studies, and then examine the data to identify any 
correlations that might exist, whilst screening for the moderating effects of public 
service ethos. Job satisfaction levels were found to be slightly below the norm, while 
the scores for voluntary turnover intention (intention to stay) were far higher than the 
norm. A medium positive correlation between job satisfaction and turnover intention 
was found, but no clear correlation with, or moderating effect of, public service ethos.
Whilst the findings were broadly in line with expectations, there is an inference that 
the management might wish to seek to improve job satisfaction levels in some 
aspects, particularly relating to co-workers and the nature of the work that the 
employees are required to do. This might be translated into common parlance as 
giving people more interesting work with more interesting colleagues. The 
correlation between levels of satisfaction and turnover intention suggests that staff 
will tend to stay if they are reasonably satisfied in their jobs, but the strength of this 
relationship tends to weaken noticeably as staff get older and their length of service 
increases. An unexpected additional consequence of this study concerns the matter 
of public service ethos. Findings from the initial qualitative phase of the study 
indicated a powerful set of forces leading staff to work in the public sector. However, 
no corroborating evidence was found in the subsequent quantitative phase of the 
study. Does ‘public service ethos’ still exist in Great Britain in the 21st century?
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C h a p t e r  1. I n t r o d u c t io n
1.1 Introduction
The employment situation of public sector employees in 21st century Britain 
presents some interesting contradictions. Anecdotally, barring unforeseen 
interventions, members of staff in the public sector tend either to stay in their 
posts, or at least with their employing organisations, for a very long time, or 
else they tend to move on very quickly indeed. This suggests that there is a 
specific kind of individual who is particularly well suited to public sector 
employment, and anybody who does not possess the necessary 
characteristics will simply not stay. Further anecdotal evidence suggests that 
public servants remain in post for one (or possibly both) of two reasons; either 
because they enjoy the work, or because they enjoy the terms and conditions 
of service.
This chapter describes the intention of the study in outline, and sets the scene 
for an investigation which took place during 2007/08 in a “typical” public sector 
organisation in southeast England.
1.2 The theoretical basis
Relating the study to published literature, there are three key themes. In each 
case, these are discussed and expanded upon later:
Job satisfaction is a much-researched topic, but a very elusive concept to 
define and identify in terms of its component parts.
Voluntary turnover intention (intention to stay or to quit) is similarly an 
elusive concept; it exists in the minds of employees and is related to a range 
of issues linked to the psychological contract.
Public service ethos is an elusive quality which most people possess to a 
greater or lesser extent. Arguably, those with a high level of this quality will 
tend to seek employment in the public or charitable services sector, whilst 
those with a relatively low level will tend to seek work which provides
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monetary rewards rather than spiritual rewards. The situation (and the 
literature) is rendered ever more complex and difficult to interpret as a 
consequence of wave after wave of public sector reforms since the early-to- 
mid-1980s.
All three of these concepts might be regarded as elusive and only partially 
understood. However, whilst an understanding of both job satisfaction and 
public service ethos might be seen to be important to managers in the public 
service, perhaps voluntary turnover intention might be seen as the most 
urgent part of this trinity to understand. From a managerial perspective, the 
only really robust measure of voluntary turnover intention in an organisation is 
the number of resignations that occur over a given time period. This will at 
least provide a numerical metric, but it must be treated with caution.
Termination of employment can occur for a range of reasons, some of 
which are listed below:
1. The employee might be happy in the job but the employer might 
nevertheless seek to remove the employee for a variety of reasons (e.g. 
redundancy, incompetence, disciplinary reasons, legal reasons, etc.)
2. People can leave because they are really happy in the job and want to 
move on to another job which promises them more of the same (career 
progression).
3. They might leave because they hate the job and want to do something 
different.
4. They might be happy in the job but they need to leave despite this, 
reluctantly, due to outside factors such as family developments, spouse’s 
job move, etc.
5. There might be a host of other reasons (or a combination of some or all of 
2, 3 and 4 above)
A quick examination of a typical organisation’s records will reveal the number 
of times that reason no. 1 applied in a given period, but apart from this unless 
the exit records are unusually robust and accurate, the full reasons for quitting
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are rarely retained in the organisations memory for long, if at all. Frequently, 
a departing employee might cite “more money” as the reason for leaving, 
whereas in reality there might be a rich mixture of reasons, of which money 
might only be one.
It might be argued that a certain amount of staff turnover is good for an 
organisation in that it brings in new blood and continually refreshes the 
corporate culture. It can also be argued that excessive turnover is very bad 
for an organisation for a variety of reasons; it leads to high recruitment and 
selection costs, inefficiencies while new employees are learning the job, and a 
risk of collective corporate amnesia as valuable knowledge is lost when 
employees leave.
Job satisfaction can be defined as
"... a pleasurable o r positive em otional state resulting from the appra isal o f 
one ’s jo b  o r jo b  experiences" (Locke, 1976, p. 1304)
Or .. the affective and cognitive attitudes he ld  by  an em ployee about various 
aspects o f the ir work” (Kalleberg et al, Cited in Crossman and Zaki, 2003, p. 
368)
O r"... a fa irly stable evaluative judgem ent about how  well one ’s jo b  compares 
to needs” (Fisher, 2003, p. 4)
A range of studies has suggested either that “a satisfied worker is a 
productive worker” or that “a productive worker is a satisfied worker”, and yet 
other studies have suggested that the most productive workers are those that 
are not yet fully satisfied and therefore striving to achieve satisfaction through 
their work (Staw, 1986; Wright and Cropanzano, 2004). It is evident that the 
evidence is at best contradictory, and therefore worthy of further investigation 
in its own right. However, more importantly for this study, there does not 
appear to have been any work on the issue of whether a satisfied worker is
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likely to remain within the current employing organisation -  there just appears 
to have been an assumption that he or she will stay.
Spector (1997, p. 2) defines job satisfaction as “the extent to which people like  
(satisfaction) o r dislike (dissatisfaction) the ir jo b s”. This definition will be 
adopted for the purposes of the current study.
Voluntary turnover intention (intention to stay or quit, or the degree to which 
employees are contemplating the possibility of leaving their employers) exists 
deep within the minds of individual members of the workforce. A better 
understanding of this elusive concept would be helpful for two distinct parties:
1. Individual employees as a way of understanding, and planning their careers 
and achieving an appropriate work/life balance. This is exemplified by the 
occasional, much publicised decisions by top athletes to quit while they are 
still at the peak of their powers. (For example, Kelly Holmes, a British 
middle distance athlete, regarded as the best female middle distance 
runner Great Britain has ever produced, won gold medals in the 800 
metres and the 1,500 metres at the 2004 Summer Olympics and 
announced her retirement from athletics the following year, despite having, 
potentially, several years of her top class career still ahead of her.)
2. Employers and managers as a tool to develop a workforce that will be 
more committed and more likely to stay, and therefore more cost-effective, 
with reduced turnover, high overall morale and high productivity.
It is quite feasible that employees who are either “not satisfied” or even 
“deeply dissatisfied” will remain within an organisation for a very long period of 
time for a variety of reasons. It is similarly possible that employees who are 
very satisfied with their jobs will leave. (In both cases, there may be a range 
of reasons, including economic and/or family reasons).
Price (1977, p. 9) defines voluntary turnover as “individual m ovem ent across 
the membership boundary o f  a socia l system which is in itia ted b y  the
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indiv idual'. This definition will be adopted for the purposes of the current 
study.
Public Service Ethos
In the UK public sector there is a widespread popular understanding that the 
workforce might not be very highly paid in comparison to similar roles in the 
private sector, but the job will be relatively safe, with an assured pension at 
the end.
However, the motives of employees entering the public sector tend to vary 
between (among others) a desire for a safe job and a desire to contribute 
positively to the good of society. Quite often there is a combination of 
motivations. It might be argued that specialist employees who have 
undergone specific training in preparation for their roles (e.g. university 
academics, teachers, doctors, nurses) would be likely to have a different 
perspective from staff without such an investment (e.g. cleaners, clerks, 
secretaries, and others whose skills are more readily transferable to a range 
of other employments). This line of argument has been pursued by Lyons et 
al (2006), among others.
There has been considerable interest in the characteristics that make public 
sector employees somehow ‘different’ from the rest of the population, and the 
current wave of interest in this can be traced back to Perry and Wise (1990).
Different terms have been adopted to describe this phenomenon in different 
countries. In the USA the favoured term is ‘public service motivation’ in 
France it is ‘the ethic of common interest’ in the UK it is ‘public service ethos’.
Vandenabeele (2007, p.549) defined this concept as: “the beliefs, values, and  
attitudes that go beyond self-in terest and organizational interest, that concern 
the in terest o f a la rge r po litica l entity and that motivate individuals to act 
accord ingly whenever appropriate”. This definition has been adopted for the 
purposes of the current study.
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This study was conceived as an attempt to identify the underlying issues 
relating to the relationships, if any, which exist between job satisfaction, 
voluntary turnover intention, and public service motivation in the context of a 
UK public sector organisation in the first decade of the twenty-first century.
1.3 The organisation
The Vale of White Horse District Council (VWHDC) is a local authority in 
Oxfordshire in the southeast of England, with Abingdon as its main town. The 
district has a population 115,627, according to the 2001 Census (VWHDC, 
2009). At the time of the study (2007/08) the organisation had recently 
undergone a radical reorganisation of its services, with a range of non-core 
activities having been outsourced, and a headcount reduction from 500 to 300 
directly-employed staff. In consultation with senior managers, it was 
considered that sufficient time had elapsed for the staff to have settled down 
into their current roles, and that an overall picture of the level of job 
satisfaction of the staff would be helpful to the management, as well as 
providing a rich opportunity to gather data related to job satisfaction, voluntary 
turnover intention and public service ethos for academic purposes.
As this study was restricted to only one specific local government authority, it 
might be argued that the findings would be of specific relevance only to this 
particular organisation. However, the fact that this is a “typically 
representative” local government body, with similar problems to those faced 
by many other local district councils throughout the country, was considered a 
specific advantage at the planning stage. It was envisaged from the start that 
the very nature of the organisation, coupled with the way in which the study 
was devised and executed, should produce results which would be capable of 
being replicated in other local government bodies, certainly in England, 
probably throughout the wider UK, and possibly across the full spectrum of the 
wider UK public sector.
1.4 The Thesis
The document is divided into six chapters.
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Chapter 1 is a relatively short chapter. It serves to introduce the study and to 
set the scene for the benefit of the reader.
Chapter 2 is a review of literature relevant to the study. It covers three broad 
areas -  job satisfaction, voluntary turnover intention and public service ethos - 
in a review of relevant secondary sources pertinent to the investigation. The 
chapter goes on to combine these strands into a statement of the research 
questions that the study is intended to investigate.
Chapter 3 is the methodology chapter. It describes the two phases of the 
investigation. The preliminary qualitative investigation was intended to identify 
issues which were perceived to be of particular relevance by a small 
randomly-selected cross section of the staff of VWHDC. This is followed by 
the larger-scale quantitative study, involving all 300 staff being invited to 
complete a detailed questionnaire on the topics of job satisfaction, voluntary 
turnover intention and public service ethos. Subsequently, the data set has 
been enhanced to facilitate further analysis.
Chapter 4 describes the analysis of both the qualitative and quantitative 
aspects of the study. The qualitative section includes an account of a Q-sort 
methodology exercise in which aspects of public service ethos considered to 
be of particular importance to UK-based public servants were identified. 
Chapter 5 is the conclusions chapter. In this chapter can be found a 
discussion of the findings from the analysis of the primary research described 
in chapters 3 and 4, in the context of the secondary sources described in 
chapter 2. There are also reflections on the implications of the findings for 
key stakeholders -  academics, managers, policy makers - as well as 
reflections on the limitations of the study, and recommendations for future 
research.
Chapter 6 is a reflective journal, charting the author’s progression through the 
DBA process from 2003 to 2010.
1.5 Summary
This study is based on a proposal to explore the attitudes and expectations 
concerning job satisfaction and turnover intention of a representative sample 
of the workforce in a medium-to-large scale UK public sector organisation.
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This is linked to the level of public service ethos and the question of whether 
this influences the relationship between the other two factors.
This introductory chapter has provided an introduction to the study of job 
satisfaction, voluntary turnover intention and public service ethos, covering in 
outline the rationale behind the enquiry, the organisation in question, and the 
structure of the document. The core study was restricted to one specific local 
government authority (VWHDC) in order to produce findings which were 
specifically relevant to this particular organisation. Nevertheless, the nature of 
the organisation, and the way in which the study was planned and conducted, 
should permit the findings to be generalised to all similar local government 
organisations in the UK, and arguably, to the wider UK public sector.
In the next chapter can be found a suitably comprehensive review of 
published literature relating to the three topics under investigation, leading to a 
clear statement of how the theories are to be applied in this particular context.
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Chapter 2. Literature review
2.1 Introduction
There is an abundance of literature related to job satisfaction, dating from the 
early years of the 20th century. Perhaps the earliest work of importance in this 
respect arises from the Hawthorne studies of the 1920s and 1930s 
(Roethlisberger and Dickson, 1939; Mayo, 1953, 1975; Landsberger, 1958). 
These identified that people in the workforce, and in particular their attitudes 
to their work and their productivity, were affected by a range of issues that 
were not directly related simply to how much they were paid to do the job.
Later in the century, Herzberg et al (1957) identified the motivating effect of 
predominantly intrinsic aspects of the working environment, such as a sense 
of achievement, opportunities for personal growth and advancement and the 
work itself, as opposed to extrinsic factors such as money.
Following on from this, the quality of work life (QWL) movement attempted to 
identify the issues that would lead to job satisfaction. Hackman and Oldham 
(1980) produced a “job characteristics model of work motivation”, linking core 
job characteristics, critical psychological states and desirable outcomes.
Attempts to measure job satisfaction objectively have been ongoing since the 
late 1960s, largely in the USA, centred upon research at Bowling Green State 
University (Smith et al, 1969, Smith et al 1987, Stanton et al, 2001) and the 
University of South Florida (Spector, 1985, 1997). However, these efforts 
have tended to be directed at either identifying job satisfaction p e r se or in 
relating it to aspects of productivity. There have been studies into the 
relationship between job level and job satisfaction (Robie et al, 1998), and into 
differences in job satisfaction between public and private sectors (Schneider 
and Vaught, 1993).
Oshagbemi (2000) observed that “jo b  satisfaction o f academ ics who stayed in 
one institution im proved sign ificantly with length o f service” (Oshagbemi, 
2000, p.224). This leaves open the question of whether academics - and by
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extension other public sector employees - with low job satisfaction leave, or 
whether they stay in the hope and expectation that matters will improve.
However, to date there do not appear to have been any specific studies into 
the relationship between a person’s job satisfaction and the extent to which 
this is related to his or her intention regarding whether or not to remain within 
the current organisation. This could be of considerable importance in terms of 
human resource planning in the organisation(s) under study, as well as 
providing a more general appreciation of this imperfectly-understood area.
The concept of public service ethos - that special something that makes public 
sector employees somehow “different” from the rest of the workforce - has 
been subject to much investigation. Perry and Wise (1990) led the way in the 
USA, but the impetus of public sector reforms in the UK since the early 1980s 
might well have eroded the ethos into oblivion.
In this chapter the published literature related to job satisfaction, voluntary 
turnover intention and public service ethos will be examined to identify trends 
and developments which appear to be particularly relevant in the UK public 
sector in the early years of the 21st century.
2.2 Job Satisfaction
Job satisfaction has been the subject of many investigations over the past 50 
years or so. This review of relevant literature seeks to identify some of the 
key studies and approaches which have emerged over the years, with a view 
to identifying themes which might be of clear relevance to the present study. 
After initially adopting a chronological approach, it moves on to a more 
thematic analysis subsequently.
2.2.1 Frederick Herzberg: The original study
Herzberg et al (1957) provided, effectively, the starting point for this 
investigation into job satisfaction.
10
Herzberg’s original study sought to identify the sources of motivation in the 
workplace. His research approach involved asking a total of 203 accountants 
and engineers in the Pittsburgh area of the USA to describe times when they 
felt particularly good or particularly bad about their jobs. This critical incident 
method approach revealed a dichotomy which for the past half century or 
more has been ignored by managers at their peril. The findings led to the 
two-factor theory of motivation and job satisfaction. Effectively, aspects of the 
job which make people satisfied are different from those aspects that make 
them dissatisfied. Herzberg, working with a variety of confederates, repeated 
his study with different groups of workers throughout the late 1950s and the 
1960s, and on each occasion they achieved similar results.
In summary, the aspects of work which make people unhappy relate to 
incompetent management, poor pay, an uncomfortable workplace and rules 
and regulations which are perceived to be, at best, unhelpful. These 
environmental or extrinsic factors can, if handled badly, lead to unhappiness 
and can be demotivating. However, even if such environmental issues are 
rectified, with excellent management, good pay and conditions and the 
removal of “red tape” the results will not necessarily encourage people to work 
harder or smarter. The real motivators come from having interesting work, a 
challenging job, and feelings of growth, development and responsibility. Such 
intrinsic factors provide incentives for people by meeting their needs to grow 
and achieve.
Herzberg’s studies indicated that the opposite of “dissatisfaction” is not 
“satisfaction” but, simply, “no dissatisfaction”. Similarly, the opposite of 
“satisfaction” is not “dissatisfaction”, but just “no satisfaction”.
The factors which, if absent or deficient, cause dissatisfaction were called 
“hygiene” or “maintenance” factors. It is clearly important for these to be 
perceived by members of staff to be “right” in order for dissatisfaction to be 
avoided. The other factors, called “motivators” or “growth” factors can lead to 
increasing amounts of job satisfaction as long as they are perceived to be 
applied to the appropriate extent. If they are deficient in any way, they will
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merely lead to a lack of satisfaction. Herzberg’s findings are summarised in 
figure 2.1 below:
Figure 2.1: Herzberg’s motivators and hygiene factors
Herzbery's motivators and hygiene factors
(Achievement to advancement are motivators; the others are hygiene factors. Based on percentages o f total 
factors causing high and low attitude effects; Herzberg - The Motivation To Work, 1959.)
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Herzberg’s research has been criticised by several authorities, but it still 
remains popular with experienced managers because it appears to work.
The fundamental approach to the study is generally criticised for one of two 
reasons. The first is that it is “methodologically bound”. It is alleged that the 
critical incident approach can influence the results, and that the narrative 
responses are open to misinterpretation by the researchers. Following this line 
of reasoning, people are likely to perceive the more satisfying aspects of their 
work, i.e. the motivators, as a favourable reflection on themselves and their 
performance. Similarly, the hygiene factors or dissatisfiers are more likely to 
be attributed to external influences or other people. As with any interview- 
based technique, the possibility of interviewer bias cannot be ruled out.
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The second criticism is that because the interview subjects in the original 
study were all from middle class professional backgrounds, the theory does 
not necessarily apply to “manual” workers. Taking this a stage further, it might 
be alleged that workers whose jobs are largely unskilled, or whose jobs are 
uninteresting, repetitive and monotonous, or with limited scope for using their 
initiative, might well give significantly different answers.
An example of the counter-argument studies comes from Shipley and Kiely 
(1988) who explored the relevance of the two factor theory to industrial 
salespeople in the UK and were highly critical in their conclusion.
“These results alone seriously challenge the worth o f H erzberg ’s theory to 
industria l sales m anagers. Its application by  them would resu lt in a less than 
wholly m otivated and a t least partia lly  d issatisfied team o f  sa lespeople.” 
(Shipley and Kiely, 1988, p.27).
However, other studies clearly support Herzberg’s findings.
In Canada, Phillipchuck (1996) attempted to replicate the study with a small 
sample of engineers nearly 40 years after the original study. Similar results 
were obtained, with no new factors being reported although some of the 
earlier factors were not mentioned specifically. Salary and working conditions 
were not mentioned at all, either as satisfiers of dissatisfiers, nor was 
advancement mentioned as a satisfier. As in the earlier study, company 
policy was the key demotivator, and achievement was the key motivator.
Herzberg himself went on to replicate his study on several further occasions 
throughout his career, and on each occasion he claimed similar results. By 
1968 he reported a sample of 1685 employees:
“The results indicate that m otivators were the prim ary cause o f satisfaction, 
and hygiene factors the prim ary cause o f unhappiness on the job. The 
employees, studied in 12 d ifferent investigations, included low er level 
supervisors, professional wom en, agricultural administrators, men about to 
retire from m anagem ent positions, hospita l m aintenance personnel,
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m anufacturing supervisors, nurses, food handlers, m ilitary officers, engineers, 
scientists, housekeepers, teachers, technicians, female assemblers, 
accountants, Finnish foremen and  Hungarian Engineers." (Herzberg, 1968, 
pp.57-58).
Herzberg might be considered a pioneer and founder of the “quality of work 
life” movement that became very influential in the 1960s and 1970s.
2.2.2 Frederick Herzberg’s legacy - Job satisfaction and staff turnover
Atchison and Lefferts (1972) conducted a study into the extent to which 
Herzberg’s indicators of job satisfaction might be used to predict staff 
turnover. The sample was a group of 122 junior pilot officers from the US Air 
Force, who were originally surveyed in 1966 and then followed up three years 
later in 1969. By the time of the second survey, 70 (57%) had left the air force 
voluntarily, and 52 (43%) remained.
The study used a combination of three instruments -  a replication of 
Herzberg’s interview, a questionnaire based largely on Herzberg’s ‘motivator’ 
factors, and some further questions based on McClelland’s ‘needs for 
achievement’ scores. The pilots who had stayed were compared with those 
who had left to identify aspects of reported job satisfaction which might have 
predicted their intentions to leave the air force. It was found that the 
quantitative data showed clear differences between those who stayed and 
those who left, and the qualitative data also contained^some valuable clues.
In particular, positive events reported in the interviews tended to be related to 
performance-related issues (i.e. productivity or motivation) while negative 
events were related to intentions to participate (or to leave). Other relevant 
issues included personality, comparison standards and perceptions of equity. 
Co-incidentally, fighter pilots tended to remain whilst non-fighter pilots tended 
to leave, at a time when civil aviation was growing significantly, so it might 
also be assumed that the existence of better-paid alternative jobs was a key 
factor. Also, the fighter pilots who stayed showed a high degree of need for 
achievement, compared to those who left. It should be noted also that this
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was at the height of the Vietnam War, and it is entirely possible, although not 
stated openly, that the bomber and transport pilots left their military employers 
not only for reasons of better pay, but also because they wanted safer, more 
pleasant, civilian jobs.
The conclusion from this study must be that Herzberg’s work can be used not 
only as an approach to understanding motivation, and job satisfaction, but 
also as a basis for predicting turnover intention, as long as it is applied 
appropriately.
Following on from Herzberg’s work, a growing understanding of the issues 
surrounding job satisfaction and work performance led to an increasing 
interest in job design, and the concept that “jo b s  can and should be fitted to 
hum an needs” (Burnes, 2000, p.69).
This has implications for all jobs and all employment sectors, but perhaps 
there is particular resonance for employees in large bureaucratic 
organisations, such as are found throughout the public sector.
2.2.3 Hackman and Oldham -  the Job Diagnostic Survey (JDS)
Hackman and Oldham (1975, 1980) and Hackman et al (1975) described 
three critical conditions or “psychological states” that were essential to 
determining a person’s motivation and satisfaction on the job. When these 
three were present they claimed that people would tend to feel very good 
about themselves when they performed well. They further claimed that such 
good feelings would encourage further achievement, in order to continue to 
earn similar positive feelings in the future. “This is what is m eant by  internal 
m otivation -  being turned on to ones work because o f  the positive in ternal 
feelings that are generated b y  doing well, ra ther than being dependent on 
external factors (such as incentive p ay  o r compliments from the boss) as the 
m otivation to work effectively.” (Hackman et al. 1975, p. 58).
The three critical psychological states identified by Hackman et al (1975) 
were:
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Experienced meaningfulness. Each individual must have work which they 
consider to be worthwhile or important.
Experienced responsibility. Each individual must feel personal 
accountability for the outcome of their efforts.
Knowledge of results. It must be possible to know, on a relatively regular 
basis, whether the outcomes are satisfactory.
If any one of these three factors were missing, the result would be a clear 
drop in motivation.
They went on to describe five core characteristics of jobs that would be 
essential to achieve the necessary psychological states:
Skill variety. This is the extent to which an employee is required to carry out 
activities that will challenge that person’s skills and abilities. The more skills 
that are required, the more likely the job is to appeal to the whole person. It is 
important to avoid repeating the same task over and over again, no matter 
how much skill may be required.
Task identity. This is the extent to which it is necessary or possible to carry 
out an entire and identifiable piece of work, ideally, from start to finish and with 
a visible or tangible outcome.
Task significance. This is related to how far the job affects the lives of other 
people, either internal customers, or external customers or the world at large. 
These three dimensions combine to provide an experience of meaningfulness 
for the employee. Ideally, all three are necessary, but it is possible for a 
reasonable amount of meaningfulness to be experienced if at least one of 
these dimensions is present to a sufficient extent.
Autonomy. This describes the degree to which an employee has freedom, 
independence, and the chance to apply discretion in scheduling work and 
deciding how to do it. A high degree of autonomy equates to being personally 
accountable for success or failure. This can lead directly to experienced 
responsibility for work outcomes.
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Feedback. This is the extent to which information about the impact of one’s 
efforts is provided. Ideally, this should come directly from the work itself, 
rather than via a less direct route.
Figure 2.2: Hackman and Oldham’s job characteristics model
Core
characteristics
Autonomy
F e e d b a c k
Critical
psychological
states
Skill variety
Task identity
Task significance
Experienced
meaningfulness
Experienced
responsibility
Knowledge 
of results
Growth Need Strength
Outcomes
Work motivation
Job performance
Job satisfaction
Attendance
Source: Hackman and Oldham, 1976
Hackman et al (1975) described an approach to using a tool known as the Job 
Diagnostic Survey (JDS) to determine the motivating potential score (MPS) of 
each job. This was found to be effective to some extent in identifying “good” 
and “bad” jobs and in developing more interesting work patterns, but as the 
authors admitted, this was not a universally successful approach; “not 
everyone is abie to become in terna lly m otivated in his work, even when the 
m otivating potentia l o f  a jo b  is very high indeed ' (Hackman et al, 1975, p. 60).
Thus employee growth need strength was seen as a key factor in determining 
whether providing more interesting work would add to job satisfaction and 
motivation, or whether it would lead to a risk of over-stretching the individual, 
with subsequent adverse outcomes.
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As with Herzberg’s theory, this model is universally applicable, but it appears 
to have particular resonance with large bureaucratic organisations.
2.2.4 Weiss et ai (1967) -  the Minnesota Satisfaction Questionnaire 
(MSQ)
The MSQ was a relatively early attempt to capture the full subtleties and 
complexity of job satisfaction. It consists of a total of 20 different facets; the 
long version has five items per facet, to give a total of 100 questions. A much 
shorter 20-item version has one question per facet.
The facets are shown in table 2.1 below:
Table 2.1: Weiss et ai’s 20 facets from the Minnesota Satisfaction questionnaire (MSQ) 
Facet
Activity 
Independence 
Variety 
Social status
Supervision (human relations)
Supervision (technical)
Moral values
Security
Social service
Authority
Ability utilization
Company policies and practices
Compensation
Advancement
Responsibility
Creativity
Working conditions 
Co workers 
Recognition 
Achievement 
Source: Weiss et al, 1967
This has the benefit of capturing a vast quantity of data concerning the 
satisfaction profile of the respondent. However, it also has several
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disadvantages. The sheer length of the 100-item version might deter some 
respondents from actually completing the questionnaire, and in any case the 
fact that the facets are so very detailed and specific leads to a danger that 
they probably assess aspects of the job that are either the same or very 
similar in several cases (e.g. the two ‘supervision’ scales might well be 
indistinguishable from each other in the perceptions of some respondents). 
Spector (1997) reports that use of the scale is protected by copyright.
2.2.5 Smith et al (1969) -  the Job Descriptive Index (JDI) and the Job in 
General scale (JIG)
In 1969 Smith, Kendal and Hulin at Bowling Green State University in the USA 
published a seminal work based upon the development of the Job Descriptive 
Index (JDI), an instrument which had been developed throughout the 1960s 
and which, with slight refinements, has been in continuous use ever since 
(Smith et ai, 1969). The JDI was developed to measure five different facets of 
job satisfaction. It was designed to be a simple tool which could be used, 
administered and scored easily, and it was nationally-normed within the USA. 
This latter point could be either a strength or a weakness depending upon 
where it is used.
The five facets measured by the JDI are: work on present job, present pay, 
opportunities for promotion, supervision, and co-workers. These facets were 
selected to diagnose key aspects of the job. The original full-length JDI has 
an overall total of 72 separate items, with each of the 5 facet subscales having 
either 9 or 18 different items. This was later supplemented by an abridged 
version with only 5 items per facet, a total of 25 items overall. Each item 
consists of either a very short phrase or a descriptive word.
Subsequently, to accompany the JDI a further tool was developed -  the Job In 
General scale (JIG) to evaluate overall job satisfaction (Ironson et al, 1989). 
This has 18 items, and is commonly used in conjunction with the JIG. The 
combined questionnaire has a total of 90 items, making it very thorough, albeit 
not particularly user-friendly.
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In order to create a less unwieldy instrument, abridged versions were 
developed. The abridged JDI (AJDI) contains a total of 25 items (5 per facet) 
and the abridged JIG scale has only 8 items, to give an overall total of 33 
items -  not quite as thorough as the original, but much easier to use.
These indices have been translated into different languages, and have 
received widespread use over the years. There is claimed to be much 
support for their validity and reliability (Balzer et al, 1990).
Stanton et al (2001) more recently described the studies carried out to 
validate the abridged JDI. They concluded “that the relationships am ong the 
five abridged subscales and between the five abridged subscales and o ther 
m easures were substantia lly p reserved” (Stanton et al, 2001, p. 1104). This 
adds further support for the possible adoption of this particular tool for the 
present study, although Stanton et al (2001, p. 1104) go on to state that “the  
work o f scale developm ent is neve r tru ly  complete”. Hence, caution is 
required in this area.
2.2.6 Spector (1997) -  the Job Satisfaction Survey (JSS)
Paul Spector at the University of South Florida published his seminal work on 
job satisfaction in 1997, although he developed the Job Satisfaction Survey 
(JSS) (Spector, 1985) over a period of many years. This tool is a 364tepj_ 
questionnajre^which explores nine separate job-related facets using a six- 
point Likert scale. There are four items per facet, and an overall job 
satisfaction score is derived from the total scores for each of the facets. 
Spector (1997) notes that people tend to have differing levels of satisfaction 
across different facets, and the relationship between facets is not strong. He 
asserts that this pattern (provides evidence that people have different feelings 
regarding different aspects of the job.) It is rare for people to have global 
feelings leading to the same level of satisfaction with all aspects of their work. 
Spector’s nine facets of job satisfaction are shown in table 2.2 below:
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Table 2.2: S p ec to r’s  face ts  from  th e  jo b  sa tis fac tio n  su rvey  (JSS)
Facet Description
Pay
Promotion 
Supervision 
Fringe benefits 
Contingent rewards 
Operating conditions 
Co-workers 
Nature of work 
Communication
Satisfaction with pay and pay raises 
Satisfaction with promotion opportunities 
Satisfaction with the person’s immediate supervisor '
Satisfaction with fringe benefits
Satisfaction with rewards (not necessarily money) for good performance
Satisfaction with rules and procedures
Satisfaction with co-workers
Satisfaction with the type of work done
Satisfaction with communication within the organization
Source: Spector, 1997, p.8
This instrument identifies a separate facet score for each of the nine 
subscales, and a total job satisfaction score can then be obtained from the 
total of all items.
Spector (1997) reports a high degree of reliability for this instrument, with an 
overall Cronbach alpha coefficient of .91 from a-sample size of 2,87Q.
In a series of investigations, Spector identified that job satisfaction has a 
range of antecedents in terms of both organisational factors and individual 
factors. It was noted that employers might be able to influence some, but not 
all, of these factors, in order to exert a positive influence on the job 
satisfaction of the workforce. In an echo of Herzberg, Spector (1997) 
describes the job environment and job related factors as including how people 
are treated, the nature of the work, interpersonal relations at work and 
rewards. He also notes that personality and previous experiences are 
important individual factors (Spector, 1982, 1988; Spector etal, 1988; Spector 
and Jex, 1991).
Spector goes on to identify a succession of potential effects of job satisfaction. 
Levels of performance and organisational citizenship behaviour are projected 
to rise and fall more or less in direct relation to the level of job satisfaction, 
and this can lead under certain circumstances to first of all an intention to quit, 
then the relevant search behaviour, and eventually staff turnover, although
21
this will be moderated by the extent to which alternatives to the current job 
actually exist.
Figure 2.3: Model of employee turnover as a function of job satisfaction and 
unemployment rate
Source: Spector, 1997
Understanding the level of job satisfaction in both individuals and the wider 
workforce is the key to managing the situation. It is noteworthy that Spector
(1997) has given permission for the JSS to be used either in its original form 
or with modifications free of charge as long as it is used on a non-commercial 
basis for education and research. This level of availability, coupled with the 
degree of detail facilitated by the 9 different facets, make the JSS a very 
attractive option for the current study.
2.2.7 The link between “a good job” and “job satisfaction” - Quarstein et 
al (1992)
Quarstein, McAfee and Glassman at Old Dominion University, Norfolk, USA, 
conducted a study which is very close to this particular investigation.
They explored the situational occurrences theory in a two-phase study to 
address the following questions:
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• Why do people with ‘good’ jobs sometimes report low job satisfaction?
• Why do people with similar jobs, including similar pay and conditions 
report significant differences in levels of job satisfaction?
• Why do reported levels of job satisfaction change over time even 
though pay etc remains fairly stable?
It was posited that two sets of variables applied simultaneously -  situational 
characteristics and situational occurrences. The former tend to be relatively 
finite and stable over time, whilst the latter tend to be much more fluid. 
Quarstein et al (1992) found that both sets of variables needed to be 
considered together when predicting levels of job satisfaction. They also 
found that situational occurrences played the more influential role in 
determining job satisfaction. Rather interestingly, they also found that there 
were differences between males and females in the relative importance of the 
various situational characteristics and situational determinants.
According to the situational occurrences theory, the factors which determine 
job satisfaction differ on six critical dimensions, as shown in figure 2.4 below:
Figure 2.4: Comparison of tendencies between situational characteristics and 
situational occurrences
Tendencies of 
situational characteristics
Evaluated prior to accepting job
Stable / permanent
Difficult / expensive to change
Universal. Finite number
Easy to categorize
Monitored upon hiring / emotional response if 
changed
Tendencies of 
situational occurrences
Evaluated after job begins
Transitory / variable -  change quickly
Easy / inexpensive to change
Situational / infinite number
Difficult to categorize
Not monitored immediately after being hired / 
no initial emotional response / effects 
accumulate over time
Source: Quarstein et al (1992)
Situational characteristics tend to be evaluated before commencing a job. 
These include pay, promotion opportunities, work conditions, company policy 
and supervision. These tend to be featured in job advertisements,
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promotional literature and at the job interview. They are either permanent or 
relatively stable aspects of a work environment, and may well be linked to 
specific managerial policies, relating to, for example, pay or promotion. They 
tend to change only slowly, if at all, and include autonomy, work hours and 
working conditions. Any changes will usually entail considerable expense.
Situational occurrences tend not to apply until after the job offer has been 
accepted and employment commences. They tend to be relatively transitory, 
and they can be either positive or negative; they may well also be unexpected. 
Quarstein et al (1992) provide examples of positive facets such as “thank you” 
gestures provided by managers or the provision of little “extras” that boost 
staff morale. Examples of negative facets include broken equipment, poor 
maintenance, negligent or impolite colleagues and confusing memos. Such 
aspects tend not to be covered by management policies, they can change 
rapidly, and they are quite often relatively inexpensive and easy to improve.
Quarstein et al (1992) pointed out that most studies, and most traditional 
measures of job satisfaction, like the JDI, tend to measure the situational 
characteristics, such as pay, promotion, work conditions, supervision, the 
work itself and co-workers, but they tend to miss the situational occurrences, 
probably due to their variety, and their transitory nature.
Employees tend to apply for jobs having a pre-conceived notion of what they 
are looking for in terms of the situational characteristics, and unless they are 
desperate for a job they will tend to consider any job offer in terms of whether 
or not the desired characteristics are present. Any subsequent changes 
brought about by the management after employment has commenced will be 
monitored and probably be commented upon by the employee appropriately. 
On the other hand, situational occurrences tend to be unknown and 
unknowable in advance, so job applicants tend to have only a general 
expectation that their needs will be met in this respect. The informal and 
probably sub-conscious monitoring process commences on the first day in the 
job, but it generally takes some time for the evidence to accumulate to enable
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an employee to decide whether there is overall satisfaction or dissatisfaction 
as far as the situational characteristics are concerned.
The answers to the three questions posited by Quarstein et al (1992) are 
worthy of note, as follows:
• Why do people with good jobs sometimes report low job satisfaction? 
The totality of job satisfaction is determined by a combination of 
satisfaction with situational characteristics and satisfaction with 
situational occurrences. It is quite possible for satisfaction with 
situational characteristics to be high, but for overall satisfaction to be 
low if there are enough negative situational occurrences in terms of 
magnitude and frequency. “repeated exposure to confusing memos, 
rude rem arks m ade b y  others, loud telephones, dirty file cabinets, 
errors made on ones paycheck (sic), broken chairs, supp ly shortages, 
etc., m ay u ltim ately becom e the straw s that break the cam el’s b a c k ’ 
(Quarstein et al, 1992, p. 869).
• Why do people with similar jobs, including similar pay and conditions, 
report significant differences in levels of job satisfaction? The answer 
to this may lie with different degrees of exposure to situational 
occurrences, leading to different attitudes towards these and hence a 
different overall level of job satisfaction.
• Why do reported levels of job satisfaction change over time even 
though pay etc remains fairly stable? There are two possible 
explanations for this. It is possible that the employees’ needs change 
over time, but it is also possible that changes in situational occurrences 
might occur. As situational occurrences are transitory and tend to 
change rapidly, they might be largely positive one year and mostly 
negative the following year. Such changes are likely to have an impact 
on overall job satisfaction.
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Quarstein et al (1992) used a total of 221 mature management students, all 
with employment experience, and with an average age in the mid-20s, in their 
study. They found situational characteristics to be more salient during the job 
selection process whilst situational occurrences became more salient 
subsequently. This is a valuable contribution to the growing body of literature 
on the subject of job satisfaction, but there is clearly a need to repeat the 
study using respondents in full-time employment and in a range of age 
categories, employment situations, etc.
Quarstein et al’s (1992) situational occurrences theory disagrees with 
Herzberg’s (1968) two-factor theory in several respects. They contend that 
there is only one job satisfaction continuum, and that job dissatisfaction js the 
opposite of job satisfaction. They also contend that there is no distinction 
between satisfiers and dissatisfiers -  any of the factors can lead to either 
satisfaction or dissatisfaction, depending upon circumstances. Furthermore, 
they do not claim any specific relationship between job performance and job 
satisfaction.
2.2.8 International comparisons
The key studies up to this part of the literature review all appear to be 
universally applicable to any organisation in any sector, but they all appear to 
be particularly relevant to employees in large bureaucratic organisations of the 
kind commonly found in the public sector.
Although much of the literature on this subject originates from the USA and is 
based upon US-specific studies, there has also been a growing body of 
literature investigating non-US workers. In this section, a selection of studies 
from around the world -  some US and some not - have been taken to 
illustrate the transferability of the concepts.
2.2.8.1 Japan and USA - Meek (1999, 2004)
Meek (1999, 2004) observed a growing body of literature from the mid-1960s 
onwards which suggested that despite exhibiting loyal work behaviour, 
Japanese managers and their staff tended to have far lower job satisfaction
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than their Western counterparts. He proposed an explanation centred upon 
cultural issues, socialization in childhood and the historical context of 
Japanese society.
There is, effectively, a social contract at work in Japanese society which 
accompanies and to some extent over-rides the formal economically-based 
contract of employment. In the post-second-world-war years the largest 
Japanese companies formally adopted this into the nenko system, making 
lifetime employment part of the deal. However, even in many organisations 
which did not do this formally, there was still an underlying cultural 
understanding that loyalty to the firm would be respected and reciprocated to 
a degree rare in the western world. The Japanese economy flourished, until 
the economic recession of the 1990s, for a variety of reasons associated with 
a blend of western and eastern influences. The Japanese did not adopt 
western liberal economic doctrine to its full extent, choosing to retain a range 
of historical policies and precepts not dissimilar to what were once known in 
the West as the principles of the moral economy. Such principles had been 
discarded long ago in favour of the market system in Western Europe and 
North America, which had a very different set of cultural traditions. For many 
years, this approach served Japan well, producing workers and managers 
who were hardworking and unflinchingly loyal due to not only early years 
socialisation but also, to a significant extent, guarantees of lifetime 
employment with the same employer.
It might be argued that there are parallels here with public sector jobs in 
virtually every country in the world, where redundant employees are far more 
likely to be relocated to alternative roles within the organisation rather than 
being shed from the payroll altogether, thus creating the impression of “jobs 
for life”.
The difficulty of establishing meaningful work measurement tools for many 
managerial and white collar jobs has tended to lead to a culture of 
“presenteeism” among many groups of employees in such roles. Working 
unpaid overtime and not taking one’s entire annual leave entitlements appear
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to be quite common aspects among public sector managers, and there are 
clear parallels with the Japanese situation. Meek reports a series of items of 
anecdotal evidence from Japan. Among these is the story of one senior 
government official who, upon retirement, proudly proclaimed that he had not 
taken any vacation time during his entire career. This amounted to a sacrifice 
of two years paid absence, with no monetary compensation as a substitute for 
the lost time (Miyamoto, 1995).
"... m ost Japanese em ployees, i f  they are faced with excessively difficu lt o r  
dem anding work, always choose qu ie t resignation while they diligently com ply  
with any dem and that is p laced upon them” (Meek, 2004, p. 318)
The terms of the relationships associated with employment tend to be different 
between East and West. Japanese employees tend to have a high degree of 
commitment to meeting obligations to employers, superiors and co-workers, 
rather than to the job itself. On the other hand, in the West the job itself tends 
to be accorded a higher priority than the other factors.
Some of the most interesting research findings date from the 1960s and 
1970s (i.e. when the Japanese economic resurgence was at its height, and 
when the UK public sector was relatively large and socially acceptable in the 
years prior to the winter of discontent of 1978-79).
In the early 1970s, a Japanese government-sponsored study of 18 to 24 year 
olds in 11 different countries found that Japanese respondents showed lower 
job satisfaction than those from any of the other countries (Meek, 1999).
In a study of automobile workers in Detroit and Yokohama, Cole (1979) found 
significant differences between American and Japanese car assembly 
workers in terms of their answers to two simple questions related to job 
satisfaction (see figure 2.5).
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Figure 2.5: C ole’s  s tu d y  of US and  J a p a n e s e  c a r  assem b ly  w orkers.
Detroit
workers
(n=567)
Yokohama
workers
(n=459)
Yes No Yes No
Would you advise a friend who was properly qualified to 
take a job at your current employer?
71% 29% 44% 56%
Would you go into the same kind of work if you had the 
opportunity to pursue your career again?
54% 46% 33% 67%
Source: Cole (1979)
Cole’s study is particularly interesting, as it suggests that the Japanese 
system leads to high job security but low job satisfaction, whereas the 
American system leads to low job security but relatively high job satisfaction. 
There are possible parallels here for the differences between public sector 
and private sector employment in the UK and other Anglo-type counties.
Perhaps the closest parallels with the UK public sector arise, however, from 
the developments noted from 1990 onwards when the “jobs for life” ethos 
began to be rolled back in the face of increasing commercial pressures. 
Complaints regarding inappropriate treatment by employers increased 
noticeably, stories of death from overwork (“k a ro sh i)  and bullying (“ijim e”) are 
becoming more widespread, and there is clear evidence of an increase in the 
Japanese suicide rate from 1990 onwards.
This suggests a situation in which, culturally, Japanese employees have 
suffered greatly from their increased exposure to the harsh realities of market 
forces in the employment market.
2.2.8.2 Lebanon and Thailand - Crossman (2003)
Crossman, with colleagues, was involved in two interesting studies relating to 
job satisfaction, both published in 2003. The first investigated the situation in 
the Lebanon and the second investigated the situation in Thailand, in both 
cases studying how concepts of job satisfaction developed in the USA in the
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mid-20th century might apply elsewhere in the world at the beginning of the 
21st century.
Crossman and Abou-Zaki (2003) studied job satisfaction among commercial 
banking employees in the Lebanon. This study involved a sample of 202 
employees, and explored the relationship between job performance, socio­
demographic variables, individual job facets and job satisfaction. This study 
used a questionnaire which was partly based on the JDI (Smith et al, 1969) 
but supplemented by additional facets related to fringe benefits and working 
conditions, as well as a set of self-evaluation questions regarding 
performance and productivity. Although general levels of satisfaction were 
found to be high, there were clear differences within the sample. It was found 
that satisfaction with one facet might lead to satisfaction with another. The 
researchers also found that female employees tended to be more satisfied 
with pay but less satisfied with all other facets when compared to males. This 
corresponds with Spector’s (1997) assertion that females tend to have lower 
expectations than males, so they have lower satisfaction thresholds. By 
contrast, males were significantly more satisfied with supervision than 
females. It was also found that the least satisfied members of staff were the 
ones with lower educational qualifications. This is particularly interesting as 
numerous other studies have indicated the opposite (Clarke, 1993, Clarke and 
Oswald, 1995, Hickson and Oshagbemi, 1999, Metle, 2001, Oshagbemi 
2002a , 2002b). Also, job performance was reported to increase with tenure.
Sarker et al (2003) explored the relationship between age, length of service 
and job satisfaction among 323 hotel sector workers in Thailand. The study 
used a questionnaire which was loosely based upon aspects of the JDI (Smith 
et al, 1969) but with additional questions to explore different aspects of 
remuneration as well as appropriate demographic details. The relationship 
between tenure and satisfaction with job, pay and fringe benefits was found to 
be significant. There was also found to be a significant association between 
tenure and job satisfaction, although this was modified by age. Overall, there 
was no significant association between job satisfaction and age.
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This appears to indicate that tenure is a better indicator of job satisfaction 
level than age as far as this particular category of staff is concerned. One 
possible implication of this is that dissatisfied employees tend to leave, so that 
only satisfied employees remain in the organisation, and the longer a person 
stays, the older they become, and consequently the harder it is to obtain 
alternative employment elsewhere.
These two studies do not indicate any major departure from studies carried 
out in the west, although the positive correlation between job satisfaction and 
educational qualifications in the Lebanon does suggest, perhaps, a slight 
difference in this one respect.
2.2.8.3. UAE - Yousef (1998)
Yousef (1998) studied satisfaction with job security among a sample of 447 
multinational staff employed in the United Arab Emirates (UAE) in an attempt 
to establish whether links existed between satisfaction with job security, 
organizational commitment, and job performance, and whether these varied 
according to a range of factors such as the organisation’s ownership, type of 
activity, and the national culture of the respondent.
It was anticipated that satisfaction with job security in public sector 
organizations might be higher than in private sector organizations. Yousef
(1998) used a questionnaire which was based, in part, upon a combination of 
Weiss et al’s (1967) MSQ, and an instrument designed by Mowday et al 
(1979) on organisational commitment.
There was found to be significant positive correlation between satisfaction 
with job security and both organisational commitment and, to a lesser extent, 
job performance. However, there was no correlation between type of 
ownership and variation in levels of satisfaction with job security (i.e. there 
was no evidence that public sector workers were more satisfied in this 
respect than their private sector counterparts). Also worthy of note is the 
finding that married respondents reported higher satisfaction than single ones, 
and those employed in manufacturing reported higher satisfaction than those
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in service organisations. Those without university degrees reported higher 
satisfaction with job security than those with degrees.
This study is particularly interesting in that it indicates that Western theories 
(and particularly USA-based concepts) can be valid in other settings, and it 
serves to indicate the impact of relevant personal and organisational variables 
on satisfaction with job security.
2.2.8.4 USA - Bender and Heywood (2006)
Bender and Heywood (2006) studied the determinants of job satisfaction in a 
sample of 31,845 responses to the 1997 survey of PhD doctorate recipients 
(SDR) collated by the US federal government. Responses to a single 
question on overall job satisfaction were analysed in terms of a range of 
variables including salary level, employment sector, age, race, gender, marital 
status and health limitations. This was a large scale study and it generated a 
wealth of data. Some of the key findings of particular relevance to the current 
investigation are set out below.
It was found that job satisfaction was fairly constant between private sector 
workers and public sector workers (academics and government employees). 
It was also found that female respondents reported lower job satisfaction than 
males in academia. but_higher job satisfaction than males in industry. Overall, 
married respondents reported higher than average job satisfaction, and 
people with disabilities reported the opposite.
Higher earnings, pensions and profit sharing schemes were all associated 
with high job satisfaction. White respondents reported higher satisfaction 
levels than those from ethnic minorities.
The findings for academics were particularly interesting, due to the “up or out” 
system adopted in US universities. Effectively, academics are required to 
prove themselves over a period of approximately 6 to 8 years before receiving 
tenure, which brings, effectively, high job security. Consequently academics
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aged under 35 tended to report lower levels of job satisfaction, but those in 
the over 35 group reported higher levels.
This study of the most highly educated members of the workforce provides 
some useful indicators for the present study. It suggests that higher levels of 
job satisfaction might be associated with being married, having a relatively 
high salary grade, and having job security.
2.2.8.5. USA - Ellickson and Logsdon (2002)
Ellickson and Logsdon (2002) studied job satisfaction in a group of 1,227 local 
government employees in the USA. They investigated a total of 14 different 
variables (11 environmental factors and 3 demographic factors) as predictors 
of job satisfaction, using a Likert-style questionnaire. It was found that 9 of 
the 11 environmental factors and only one of the three demographic factors 
were statistically significant predictors of job satisfaction.
The eventual 10 key predictors were: “departmental esprit de corps”, 
“promotion opportunities”, “job level”, “pay”, “fringe benefits”, “work equipment 
and resources”, “adequate training opportunities”, “evenly distributed workload 
among co-workers”, “satisfaction with one’s immediate superior” and 
“satisfaction with performance appraisal”. The 4 variables which had little or 
no correlation with job satisfaction were: “sufficient physical work space”, “safe 
working environment”, “age" and “gender”.
The top four variables in terms of correlation with overall job satisfaction were 
“departmental pride”, “opportunities for promotion”, “pay”, and “benefits”, 
suggesting that attention to these extrinsic factors would be of particular 
importance in building job satisfaction among this group of workers. The “job 
level” variable is particularly interesting, with supervisors reporting significantly 
higher levels of job satisfaction than non-supervisors.
Between them, these variables accounted for over 50% of variations in job 
satisfaction, although clearly other potential explanatory variables remain to 
be identified. The possible link between job satisfaction and intention to
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leave, and subsequently whether this turns into the actual act of leaving, 
would, perhaps, have been a logical further step in this study. However, 
Ellickson and Logsdon (2002) ended their study before reaching this stage.
Of all the studies investigated so far in this particular review of relevant 
literature, Ellickson and Logsdon’s (2002) findings are perhaps the most 
pertinent, as they apply to local government employees. It is curious to note 
that neither age nor gender were found to be related to job satisfaction with 
these respondents, and this appears to contradict evidence arising from other 
studies.
2.2.8.6. Taiwan - Hwang and Kuo (2006)
A further public sector study, of particular interest for its findings relating to the 
existence of alternatives being of far greater importance than the actual level 
of job satisfaction, was carried out in Taiwan and published in 2006.
Hwang and Kuo (2006) studied the relationship between job satisfaction and 
turnover intention, related to perceived alternative employment opportunities. 
The research subjects were a cross section of 259 employees of the 
Taiwanese government. The starting point for this study was that, compared 
with the private sector, the public sector is considered to have a low turnover 
rate; however, this might or might not equate to higher job satisfaction. The 
researchers used a questionnaire based upon Hackman et al’s (1975) JDS, 
measures of turnover intention from Cumman et al (1979) and measures of 
perceived alternative opportunities based upon a range of literature sources.
It was found that there was no direct relationship between job satisfaction and 
turnover intention, contrary to conventional wisdom. It might be supposed that 
public sector employees enter into employment with a fairly realistic set of 
expectations, so they stay (or leave) for reasons other than job satisfaction. 
The rules related to terms and conditions of service, pay, leave entitlement etc 
are all clear and relatively constant from the outset. However, when job 
satisfaction and the existence of perceived alternative employment 
opportunities were considered together, their existence showed a negative
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impact on turnover intention. Thus it is indicated that the existence of possible 
alternatives is a key factor in deciding whether employees stay or leave.
2„2.8.7 International comparisons -  summary and conclusions
Overall, this brief review from a cross section of international studies suggests 
that there is remarkable consistency in findings, with possibly only slight local 
variations which might or might not be attributable to cultural differences.
In Japan, Meek (1999, 2004) and Cole (1979) identified a negative 
relationship between job satisfaction and job security in the 1970s, leading to 
increasing evidence of unhappiness as the old certainties of lifetime 
employment became eroded in the 1990s.
In Lebanon, Crossman and Abou-Zaki (2003) found that pay satisfaction 
was higher among females than among males - in line with Spector’s (1997) 
findings -  although they found that job satisfaction appeared to decrease with 
seniority, in contrast to many other studies (Clarke, 1993, Clarke and Oswald, 
1995, Hickson and Oshagbemi, 1999, Metle, 2001, Oshagbemi, 2002a, 
2002b).
In Thailand, Sarker et al (2003) found a positive relationship between job 
satisfaction and tenure, as well as specific aspects of Spector’s (1997) 
findings regarding pay and fringe benefits in particular.
In UAE Yousef (1998) found positive correlations between job satisfaction, job 
security and organisational commitment. He also found that married 
respondents reported higher job satisfaction than single respondents, and that 
job satisfaction tended to be higher in those with lower educational 
qualifications.
In USA Bender and Heywood (2006) found that job satisfaction increased with 
age, and with earnings, and that married respondents reported higher job 
satisfaction than single respondents.
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Also in USA, Ellickson and Logsdon (2002) found broad positive correlations 
between job satisfaction and most, but not all, of the facets of job satisfaction 
identified by Spector (1997). However, although he found that job satisfaction 
increased with rank, he found little or no correlation whatsoever between job 
satisfaction and either age or gender.
In Taiwan, Hwang and Kuo (2006) found that the existence of realistic 
alternatives was a more important indicator of voluntary turnover intention, 
rather than the level of job satisfaction p e rs e .
Between them, these six pieces of research indicate that, with the possible 
exception of Japan in the 1970s, there is little evidence of major differences in 
findings from different studies carried out around the world. It can be argued 
that earlier studies carried out mostly in the USA might be considered to be 
broadly applicable anywhere in the world. It should of course be borne in 
mind that in any case there does not appear to be complete agreement across 
the board in findings relating to the relationship between job satisfaction and a 
range of variables including age, gender, educational qualifications, etc.
2.2.9 Quality and customer satisfaction - Eskildsen and colleagues 
(2000)
Eskildsen and Dahlgaard (2000) examined the human effects of the 
increasing trend towards continuous improvement and customer satisfaction. 
Much of the literature on this suggests that employee involvement and job 
satisfaction are key drivers of the process. The EFQM excellence model is 
the most widely used quality tool in Europe, and it has both “people 
processes” and “people results” as key components of the model. The 
underlying assumption is that it is essential to have employees who are 
satisfied and motivated in order to achieve world-class products or services; 
without these, satisfied and loyal customers cannot be achieved or sustained. 
However, there is no clear link between the enabler criteria and the people 
results. Eskildsen and Dahlgaard (2000) explored links between EFQM and 
Hackman et al’s (1975) model of work design. They identified a clear positive 
causal fit with the people results, but did not explore further links with the
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other results categories, thus implying but not proving conclusively that job 
satisfaction leads to improved results overall.
Thus it might be concluded that although Hackman et al's (1975) model is not 
new, it is still an extremely valid contribution to understanding the causes and 
effects of job satisfaction.
Eskildsen & Nussler (2000) further studied managerial drivers of employee
satisfaction and loyalty, in an attempt to understand the forces at work. They
used a 64-item questionnaire to survey 215 Danish human resource
managers to explore the impacts of cultural, social and technical subsystems
upon employee satisfaction, and subsequently upon employee loyalty. This is
based on the conjecture that"... the contractual relations between em ployer
♦
and employee can cause d is loya lty w ithout dissatisfaction i f  fo r instance, the 
em ployee is offered a be tte r pa id  job . On the o ther hand, the elem ents in the 
technical subsystem  m ight cause dissatisfaction and disloyalty if, fo r instance, 
the em ployer will not o ffe r flexible hours to an employee with sm all children” 
(Eskildsen & Nussler ,2000, p. 583).
The outcome indicated that between them the three sets of variables 
explained 53% of total variation in employee satisfaction, and 37% of variation 
in loyalty. Perhaps of more immediate interest for the present study, is the 
fact that public sector organisations did not perform as well as private 
companies under “technical subsystems”. It is probable that public sector HR 
managers have less latitude to flex contractual issues in order to reflect 
immediate circumstances, due to the bureaucratic nature of the organisation, 
compared to their private sector counterparts.
Overall, Eskildsen & Nussler (2000) identified six factors considered to be 
essential in ensuring that employees would remain with the organisation: 
Structured career programmes, Bonus programmes, Paying salaries at a 
higher level than competitors, Structured Leadership, Properly organised 
feedback for staff, and A “learning-organisation-style” culture of personal 
growth and development.
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If these aspects could be nurtured, it was concluded that there would be 
benefits for both job satisfaction and loyalty, and, consequently corporate 
performance.
There is a clear implication for the public sector of the need to be more flexible 
in application of terms and conditions of service, and of the full range of 
people-management activities, in order to compete with the private sector. 
This would bring benefits in terms of higher job satisfaction, higher 
performance, and higher loyalty, which by implication would lead to higher 
levels of organizational citizenship behaviour and lower voluntary turnover 
intention.
2.2.10 Job sa tis fac tion  and life  sa tis fac tion  - Heller e t al (2002)
Heller, et al (2002) noted clear links between job satisfaction and a range of 
organisational behaviours, and also clearly established links between job 
satisfaction and life satisfaction, with a “spillover” model in which life 
experiences and job experiences are inter-related.
Judge and Watanabe (1994) had identified that 68% of workers fitted into this 
“spillover” category (having a positive relationship between the two variables), 
with a further 20% as “segmentation” workers, able to keep their work and life 
satisfaction separate (no relationship between the variables), and the 
remaining 12% being “compensation” workers, seeking to make up for 
deficiencies in one aspect by pursuing happiness and fulfilment in the other (a 
negative correlation).
Heller et al (2002) posited that a third variable -  personality -  also played an 
important role in disposing people to be either happy or unhappy in their work.
The impact of personality had been subject to numerous studies from the 
1930s onwards (e.g. Hoppock, 1935), but most studies date from the 1980s 
onwards. They divide into three broad categories:
• Positive  and negative a ffec tiv ity . Two basic dimensions that define 
affective experience were identified by Watson and colleagues (Watson 
and Tellegen, 1985; Watson et al, 1988) as positive affectivity (PA) and 
negative affectivity (NA). This has been subject to numerous studies
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over the years. People high in PA will tend to demonstrate high 
energy, and engagement, optimism, and social interest, suggesting a 
high level o f life satisfaction and therefore job satisfaction. By contrast, 
people with high NA will be likely to exhibit more distress, anxiety and 
dissatisfaction, and tend to focus on the less pleasant aspects of the 
world, the future, themselves and other people.
• The five fa c to r m odel. Goldberg (1990) identified five character traits 
to describe the key aspects of personality: Extraversion (or surgency), 
Neuroticism (or emotional instability), Agreeableness, 
Conscientiousness, Openness (or culture). There were clear links 
between these “big five” traits and job satisfaction, as demonstrated by 
both empirical findings and logical considerations. Extroverts tend to 
be predisposed to experience positive emotions, Neurotic people tend 
to be essentially negative in nature, and conscientious individuals tend 
to have a general work involvement tendency. By the same token, 
these same traits are also relevant to life satisfaction. Extraverts tend 
to seek out social situations, to have more friends, and to find these 
social interactions to be more rewarding and to be predisposed to 
experience positive emotions. Neurotic people tend to experience 
more negative life events.
•  Core se lf-eva lua tions. Judge et al (1997) studied core self­
examinations as fundamental premises held by individuals about 
themselves and about their functioning in the world. They identified 
four specific traits: self-esteem, generalized self-efficacy, locus of 
control, and neuroticism. Judge et al (1998) established that there was 
a significant positive relationship between core self-evaluations and life 
satisfaction.
Following their analysis, Heller et al (2002) tested links between job 
satisfaction and life satisfaction. They concluded that "... job satisfaction 
should not be studied in isolation, but rather researchers should examine it in 
the broader context of the emotional lives of employees” (Heller et al 2002, 
p.830). They concluded that both researchers and practitioners should
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understand that job satisfaction reflects more broadly enduring individual 
differences in personality, affectivity, values and preferences, rather than 
being merely a function of the job or the organisational characteristics. Thus, 
personality-based individual differences should be considered in any analysis 
of job satisfaction, motivation and performance.
This set of findings, and the subsequent conclusion, implies that no analysis 
of job satisfaction can be complete without a wider knowledge of respondents’ 
personal lives and their personalities. This is particularly problematic in any 
study of job satisfaction in the workplace, as any instrument which included 
questions about private lives or personality issues would be unlikely to 
achieve a very high response rate in most organisations.
2.2.11 U nivers ity  s ta ff - O shagbem i and co lleagues (1997,1999, 2000)
Oshagbemi and colleagues at Queens University, Belfast studied aspects of 
job satisfaction with a sample of 554 university teachers in the UK during the 
1990s.
Oshagbemi (1997a) used a questionnaire containing elements which were 
almost identical to those contained in the JDI. The preliminary results allowed 
respondents to be classified as happy (67%) satisfied (14%) and unhappy 
(19%), depending upon the degree of satisfaction that they recorded. This 
indicated that overall the level of satisfaction was high among UK academics, 
with 81% either happy or satisfied and only 19% dissatisfied. Within these 
overall figures, females tended to be less happy in their jobs than males, and 
younger academics tended to be less satisfied than older colleagues. All 
three groups expressed dissatisfaction with pay, promotion prospects, and the 
quality of management they experienced. Thus, these are the aspects that 
require attention in order to raise overall satisfaction levels. Effectively, job 
satisfaction varied by task -  basic teaching and research, presumably the 
reason why these academics went into the job in the first place, scored highly 
-  it was the other aspects of the job which tended to produce dissatisfaction.
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Oshagbemi (1997b) took data from the same study and analysed it further in 
terms of the influence of rank on the job satisfaction of respondents. Using 
the slightly modified JDI and comparing responses in terms of gender, age 
and rank, he found that job satisfaction increased with rank (i.e. a positive 
association), although this does not necessarily imply that rank is the direct 
cause of dissatisfaction. There was also a clear gender difference, with 
female academics reporting higher job satisfaction than their male 
counterparts in comparable ranks, although gender did not necessarily affect 
job satisfaction directly. In the highest rank (professorial) the differences 
between job satisfaction levels of males and females were found to be 
considerable. There were several anomalies regarding both pay and 
promotion, presumably reflecting the realities of reaching pay ceilings and the 
difficulty or otherwise of achieving promotion to the next level in the hierarchy. 
In particular, it is reported that there is no clear relationship between pay 
satisfaction and rank.
Oshagbemi (1999a) used data from the same study to explore differences in 
satisfaction between 69 respondents with some significant managerial 
component to their work roles - “the managers” - and 347 who had none - “the 
academics”- after separating out those with relatively minor middle 
management roles. Overall, it was found that managers have higher job 
satisfaction than teachers, citing specifically higher scores on teaching, 
promotions, physical conditions / working facilities, and co-workers behaviour. 
Looking at the demographic profiles of the managers, they tended to be older, 
with greater length of service, and higher in rank.
Oshagbemi (1999b) went on to explore the differences between answers 
provided to the detailed questions modelled upon the JDI with the responses 
to the four more general questions about job satisfaction which were also 
incorporated into the questionnaire. The four generalised questions were 
found to lack the sensitivity required to provide an in-depth analysis of key 
factors. Problems of measurement associated with a range of issues exist, 
with a “threshold of discontent” applying differently in different situations. 
Thus a generalised question will tend to produce the highest estimate of
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satisfied workers. Secondly, respondents tend to have a defensive reaction to 
a direct question, being reluctant to give a direct answer which might be 
perceived as implying that the dissatisfaction is somehow their own fault, 
possibly for choosing the wrong job in the first place, or not being strong 
enough to do something to rectify the situation. Thirdly they may simply 
attempt to rationalise away the problem, so that they say they are satisfied 
when they are not. The conclusion must be that multiple item measures are 
better than single item measures. The provision of a more subtle, detailed 
and possibly tailored set of questions will achieve a far more truthful and 
revealing set of responses, although inevitably these will take longer to devise 
and to interpret subsequently.
Oshagbemi (2000) identified a range of issues within the data set associated 
with academics who had changed institutions during their careers. It was 
noted that when the dimension “length of service in present university” was 
taken in isolation, the score for overall job satisfaction was lowest for 
members of staff who had spent ten years or less with their current employer, 
rising progressively with length of service. It was also found that, after the first 
ten years, academics that had not changed institutions were more satisfied 
than those who had job-hopped. There are clear implications for academic 
careers and work/life issues. By changing institutions, academics may well 
boost their promotion prospects and, presumably, their incomes, but there is 
no evidence of commensurate increases in overall job satisfaction. The 
reasons for this are not entirely clear, but possible factors include family 
stability, friendship networks, established social contacts and a generally good 
understanding of processes within the organisation.
Hickson and Oshagbemi (1999) explored the relationship between experience 
and job satisfaction within the sample. The proxies for experience were 
present university tenure, overall academic experience and age, and for 
analysis the job was divided into satisfaction with teaching and satisfaction 
with research duties. It was concluded that age had different effects on 
research staff from the effects on teaching staff. With teaching staff, job 
satisfaction was found to decrease with age, but at a decreasing rate,
42
achieving a constant low rate in later years. With research staff, the opposite 
seems to occur, with age affecting job satisfaction positively, although again at 
a decreasing rate. In both cases, satisfaction tends to rise with rank and age, 
and females seem to have slightly higher job satisfaction than males.
Although these studies all focus upon academics, they nevertheless provide a 
helpful indicator of the forces at work among a body of professional staff 
working in the UK public sector towards the end of the 20th century, and this 
has clear implications for the present study.
A  note of caution must be injected here. University academics are not 
necessarily truly representative of the wider public sector, due to a variety of 
pressures, including market forces, although in the mid-1990s they were 
probably more similar to other components of the public sector workforce than 
they are today. It might be argued that possibly university academics are 
more representative of technical specialist staff than they are of the wider 
body of public servants. However, it might also be argued that these findings 
are likely to be reasonably widely transferable to any employment situation 
which involves knowledge workers in a structured organisational setting.
2.2.12 F lexib le w ork ing  and the con tingen t w ork fo rce  - Coyle-Shapiro 
and Kessler (2002)
Coyle-Shapiro and Kessler (2002) identified an increasing use of contingent 
workers in the UK public sector as opposed to the traditional, full-time or part- 
time permanent employment contracts of the “old” public sector.
They conducted a study into organisational citizenship behaviours of 6953 
local government employees in southeast England, exploring issues related to 
perceptions of employer obligations, employer inducements, and 
organizational support, as well as the respondents’ organizational 
commitment and organizational citizenship behaviour. It was found that 
employees on fixed term and temporary contracts gave similar responses, 
which were different from the responses of those on permanent contracts. 
These contingent employees reported lower levels of employer obligations
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and inducements than permanent employees, and lower levels of commitment 
to the organisation. However, they also showed a tendency to respond more 
positively to perceptions of organizational support than the permanent staff. 
The implication of this study is that the psychological contract of contingent 
workers will be very different from that of permanent employees, and therefore 
care must be taken to avoid sweeping generalisations in any description or 
discussion of the public sector workforce.
It seems reasonable to extrapolate from this set of findings that any study of 
job satisfaction among public sector workers must take care to isolate 
contingent workers, and possibly exclude them from the sample altogether, in 
order to avoid distorting the overall picture.
2.2.13 Key aspects o f jo b  sa tis fa c tion  in the w orkp lace
Drawing together some principal strands from the research discussed so far, a 
picture is emerging of some of the factors related to job satisfaction in the 
workplace. These fit, to a large extent, with the antecedents of job satisfaction 
identified by Spector (1997) (see figure 2.3).
2.2.13.1. Job-re la ted fac to rs
• Pay and benefits. Spector (1997) reported only a very small 
correlation between pay and job satisfaction, although other studies 
(Luthans, 1992; Bender and Heywood, 2006, Ellickson and Logsdon, 
2002) have indicated a much stronger relationship. It is possible that 
the level of pay can be seen as a proxy for the extent to which the 
management values individuals and their input in the workplace.
•  Job  content. Having a interesting job which brings challenges, an 
opportunity to achieve something worthwhile and the chance of having 
one’s efforts recognised and acknowledged is strongly related to a high 
level of job satisfaction (Herzberg 1968, Hackman et al 1975, Hackman 
and Oldham, 1980, Spector, 1997). In their study of university 
academics Hickson and Oshagbemi (1999) noted that for research staff 
satisfaction increased with age whilst for teaching staff it declined with
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age. This suggests that the level o f variety and challenge plays a 
significant role in determining the increase or decrease of satisfaction.
• Em powerm ent. The movement towards empowering employees has 
seen a clear link established between the level of empowerment and 
the level of job satisfaction (Page and Wiseman, 1993, Spreitzer et al, 
1997).
• In terpersonal re la tionsh ips . According to Herzberg (1968) 
relationships with other human beings in the workplace are hygiene 
factors rather than motivating factors. Expressed simply, the existence 
of meaningful and fulfilling relationships might not cause satisfaction, 
but it will certainly help to prevent dissatisfaction from occurring.
• Job  level, s ta tus  and length  o f service. There has been found to be 
a strong correlation between length of job tenure and job satisfaction, 
presumably because satisfied staff tend to stay and dissatisfied staff 
tend to leave. Thus only satisfied staff will stay, and the longer they 
stay the older they become and thus the harder it is for them to find 
alternative employment. Oshagbemi (1997b) found that job satisfaction 
rose with rank and status in the organisation. He also reported higher 
levels of job satisfaction in managers than in non-managers 
(Oshagbemi 1999a), and higher levels of job satisfaction related to 
longer length of time with the current employer (Oshagbemi 2000).
2.2.13.2 Person-related fa c to rs
• Age has brought some mixed evidence from a range of studies.
Brush et al (1987) identified a series of studies showing a straight line 
correlation with higher levels of job satisfaction being associated with 
older age groups. Zeitz (1990) found a U-shaped curvilinear 
relationship with job satisfaction reducing early in ones working life, 
levelling off in middle age and rising again steadily after the age of 45. 
Clark et al (1996) found that such a U-shaped curve existed for males 
but not for females. Wright and Hamilton (1978) advanced some 
explanations for the differences. They suggested that older workers 
might have lower expectations and therefore be more easily satisfied
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compared to their younger colleagues, or possibly that older workers 
had progressed in their jobs and achieved “better” work compared to 
the younger ones, possibly coupled with higher levels of work-related 
knowledge and skills. Spector (1997) suggests that the level of 
investment in a job over time, including rewards (such as pay) and 
benefits (pension etc) might lead to higher levels of satisfaction among 
older workers. He also suggests that advancing years tend to be 
accompanied by increasingly more realistic expectations, and this 
leads to increased happiness generally. Oshagbemi (1997a) found 
that job satisfaction rose with age.
• Gender. Different studies have shown a range of variations in the 
relationship between job satisfaction and gender. However, taken 
together, they tend to contradict each other, implying that perhaps no 
real difference exists between males and females in terms of overall 
job satisfaction although generally females tend to have lower-status 
jobs compared to their male counterparts (Brush et al, 1987; W itt and 
Nye, 1992). Two key explanations have been advanced for this 
situation. The first is that females generally have lower expectations 
than males in the workplace, as they tend to have more happening in 
their lives away from paid employment, so they are more easily 
satisfied at work. The second is that females tend to have different 
values and different perceptions of equity compared with males, so 
they are more likely to have a different view of the fairness of reward 
distribution. Consequently, they perceive lesser rewards as being 
fairer than males would in this situation (Spector, 1997). Crossman 
and Abou-Zaki (2003) took this to a deeper stage of analysis and found 
that beneath the overall job satisfaction score there were subtle 
differences, with females more satisfied with pay but less satisfied with 
all other facets compared to their male colleagues, and males more 
satisfied with supervision than females. Oshagbemi (1997a) found that 
overall females were less satisfied than males, but he subsequently 
reported (1997b) that females tended to report higher job satisfaction 
than males in comparable ranks, with females who eventually reach the
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highest levels having considerably higher job satisfaction than their 
male counterparts.
• Expectations and education. The level of job satisfaction is related to 
the expectations and perceptions of those involved. More highly 
educated workers tend to be less satisfied than less highly educated 
workers (Clarke and Oswald, 1996; Hickson and Oshagbemi, 1999; 
Metle, 2001; Oshagbemi, 2002a, 2002b). Presumably this is because 
the higher the level of education, the greater the realisation that 
opportunities to use one’s abilities are not readily available. However, 
a few studies have shown the opposite to be applicable (Altimus and 
Tersine, 1973, Crossman and Abou- Zaki 2003, Yousef, 1998).
•  Persona lity I L ife  sa tis fac tion . Spector (1982) noted that internals 
should report higher job satisfaction than externals for four reasons:
• Internals are more likely to leave a dissatisfying job
• internals are likely to perform better, earn higher rewards, and thus 
be more satisfied
• Internals tend to be promoted faster and receive higher rewards
• Internals are more likely to re-evaluate situations in a favourable 
way, and thus find ways to be satisfied in situations which might not 
satisfy non-internals.
Spector (1988) went on to devise a work locus of control scale to aid in 
identifying and predicting work behaviour.
In a similar vein Watson and Tellegen (1985), Watson et al (1988), 
Goldberg (1990), Judge et al (1997, 1998) and Heller et al (2002) have 
all concluded that there is a clear link between job satisfaction and 
personality / life satisfaction.
•  M arital s ta tus. Married staff tend to report higher satisfaction than 
single staff (Yousef, 1998; Bender and Heywood, 2006)
2.2.14 Job Satis faction  - Sum m ary
Job satisfaction has been subjected to a great deal of scrutiny since the mid- 
1950s. Several well-recognised instruments have been developed, principally 
in the USA, and they have been adopted, and sometimes adapted, in, a
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variety of studies around the world. The key instruments and a selection of 
studies have been presented here in this section of the literature review for 
illustrative purposes. Not all of the studies agree on the finer points of their 
findings, but in general terms a picture is beginning to emerge of the likelihood 
o f a range of conditions to be expected in terms of job-related factors such as 
how much (and how) you are paid, what you are required to do, the extent to 
which you are allowed to get on and do it, how you get on with the people you 
work with, and how long you have been there, and demographic aspects, 
particularly age, gender, education, personality and marital status.
Each of the studies reviewed in this section has relevance to the current study 
of job satisfaction, voluntary turnover intention and public service ethos, with a 
specific emphasis on job satisfaction although there are occasional links to 
other areas.
Studies by Herzberg et al (1957), Hackman and Oldham (1980), Weiss et al 
(1967), Smith et al (1969), Spector (1997), and Quarstein et al (1992) are all 
generally applicable to developing an understanding of job satisfaction , and 
they all originate from North America. The international studies -  Meek (1999,
2004), Crossman and Abou-Zaki (2003), Sarkar et al (2003) Yousef (1998), 
Bender and Heywood (2006), Ellickson and Logsdon (2002), Hwang and Kuo
(2006) tend to be more recent, and they serve to illustrate that there is little, if 
any, variation in findings associated with different countries around the world 
relating to job satisfaction.
Continuing the more modern theme, Eskildsen and Dahlgaard (2000) and 
Eskildsen and Nussler (2000) indicate, effectively, that employees who feel 
valued will be more satisfied and this will in turn lead to increased commitment 
and loyalty, thus, effectively, supporting Hackman and Oldham’s work from an 
earlier generation. Heller et al (2002) indicated that whilst job-related factors 
are important, so too are individual-related factors, and that any sweeping 
generalisations based on the job or the organisation alone are unlikely to 
capture the true essence of job satisfaction. This might be seen as 
justification for the inconsistencies relating to age, gender, etc. found in earlier
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studies. Oshagbemi and colleagues (1997, 1999, 2000) identified a range of 
relationships associated with job satisfaction, and, among others, age, 
gender, type of work, rank, and length of service, and thus provided a range of 
indicators which might be expected to be highly relevant for knowledge 
workers in the public sector. Coyle Shapiro and Kessler (2002) injected a note 
of caution, that staff on fixed term and temporary contracts were likely to have 
different views from “traditional” public servants on permanent contracts.
These studies and their findings from the past 50 years serve to inform the 
current investigation into job satisfaction, voluntary turnover intention and job 
satisfaction. Having explored job satisfaction at some length, the next section 
will go on and examine relevant literature related to voluntary turnover 
intention.
2.3 V o lun ta ry T urnover In ten tion
Staff turnover is defined as 'the movement of members across the 
membership boundaries of organizations’ (Price, 2001, p.305). Voluntary 
turnover and involuntary turnover are considered to be quite different from 
each other, with the former sometimes being labelled ‘avoidable’ and the latter 
as ‘unavoidable’. This study will focus upon voluntary turnover.
There have been many efforts over the years to describe and explain the 
issues associated with voluntary turnover and its antecedents. For example, 
March and Simon (1958) reported that there was no consistent relationship 
between productivity, absenteeism and voluntary turnover; they posited a link 
between the level of job satisfaction and the desirability of ‘movement’ (i.e. 
either transfer to another department or exiting the organization altogether). 
They also stated that ‘The satisfaction (or motivation to withdraw) factor is a 
general one that holds for both absences and voluntary turnoverJ (March and 
Simon, 1958, p.93). Such concepts achieved renewed focus in the mid-1970s. 
Locke (1976) observed that most studies to date had reported a significant 
and consistent negative correlation between job satisfaction and staff 
turnover, although this had not been particularly high, with correlations being 
typically below .40.
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In a similar vein, Price (1977, pp.5-6) observed that “individuals who leave an 
organization are commonly dissatisfied with the organization or with some of 
its aspects. However; not all individuals who leave are dissatisfied, and not all 
dissatisfied members leave. Turnover and satisfaction can vary 
independently of each other..." This suggests that a range of forces are at 
work which might encourage satisfied employees to leave and dissatisfied 
employees to stay, despite the effects of the level of satisfaction perse.
In this section an attempt will be made to explore some of the more important 
studies on this topic with a view to identifying the forces at work in determining 
the voluntary turnover intentions of the staff in the organisation under 
investigation. Key studies or approaches will be explored, before developing a 
more general discussion of the similarities and differences.
2.3.1 The U nivers ity  o f South C aro lina s tud ies (Mobiey and co lleagues)
Mobley (1977) constructed a model in an attempt to identify the series of 
steps followed by a typical employee in deciding whether to remain in post or 
to quit the job. It might be supposed that in general terms any experience of 
dissatisfaction will be followed by thinking about quitting, and after this will 
come a series of steps before the actual act of quitting or staying.
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Figure 2.6: Mobley’s (1977) Intermediate linkages in the relationship between job 
satisfaction and employee turnover
A Evaluation of existing job
F
G
H
Quit / Stay
a) Alternative forms of withdrawal, 
e.g. absenteeism, passive job 
behaviour
b) Non-related factors e.g. 
transfer of spouse, may stimulate 
intention to search
c) Unsolicited or highly visible 
alternatives may stimulate 
evaluation
d) One alternative may be 
withdrawal from labour market.
e) Impulsive behaviour
Source: Mobley, 1977
This is shown in figure 2.6, in which block “A ” is the simple action of 
evaluating one’s present job, leading on to block “B” in which a range of 
emotions is possible, from extreme satisfaction to extreme dissatisfaction. 
This leads on to block “C” in which, if the level of dissatisfaction is at a 
sufficient level, thoughts of quitting begin to occur, probably mingled with 
thoughts of iess extreme withdrawal behaviours such as remaining on the 
payroll but putting in much less effort. Assuming that the thoughts of quitting 
do not go away due to other intervening factors, the next step - block “D” -  
involves a consideration of the options, including the likely' availability of 
suitable alternatives, the cost of searching, and the cost o f leaving behind all 
the accrued benefits such as seniority etc. Assuming that the costs do not
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outweigh the perceived benefits, the next logical step, represented by block 
“E” is to develop an intention to actively search for alternatives. However, this 
is also contributed to by a range of non-work factors as well, particularly family 
issues and health issues; if the subject is not the main income earner in the 
household, then the transfer of the spouse/ significant other to another part of 
the country / world can also stimulate job-search activity, even in people who 
otherwise have high job satisfaction. The success or otherwise of the search 
for alternatives (block “F”) can have a variety of outcomes depending upon 
what is available, ranging from taking this further towards actually quitting to 
deciding to abandon the search and re-evaluate the present job, or perhaps 
resorting to less extreme forms of withdrawal behaviour.
Assuming that there are alternatives available, these are then actively 
considered, (block “G”) and compared to the existing job (block “H”) before a 
decision is arrived at on whether to stay or to leave (block “ I”). If the 
comparison makes the alternative seem preferable, this will then go on to 
become the actual act of quitting (block “J”). However, it must be emphasised 
that not all of the steps will be followed in every case, as, for example with 
sudden instances of severe dissatisfaction, and/or impulsive individuals, some 
of the steps might be missed.
Mobley (1977) posited that any study of job satisfaction and intention to quit 
must take into account all o f the intermediate stages in order to understand 
the relationship fully.
Later, Mobley et al (1978) developed and evaluated a simplified model, based 
upon the sequence of job dissatisfaction leading to thoughts of quitting, 
followed by the subject evaluating the expected utility of searching, developing 
an intention to search, followed by the actual search itself, the evaluation of 
possible alternatives, the intention to quit being formed and eventually the 
decision to adopt appropriate withdrawal behaviour.
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Figure 2.7: Mobley at al’s 1978 simplified representation of intermediate linkages in the 
employee withdrawal decision
Source: Mobley et al (1978)
This study followed the experiences of 203 hospital employees in the US 
Midwest.
The conclusion from this particular study was that intention to quit was the 
single significant predictor o f turnover, and that, in itself, job dissatisfaction 
was more closely related to thinking of quitting and intention to quit rather than 
to actual turnover itself.
Mobley at al (1979) attempted to take this a step further and develop an all- 
inclusive conceptual mode! of the turnover process in an effort to draw 
together and standardise the approach to this subject, drawing upon the work 
of numerous researchers dating back to the 1950s and 1960s. They identified 
a dynamic interaction between individual values, job-related perceptions, 
labour market perceptions, and expectations regarding both the present job 
and possible alternatives. This interaction would lead to a range of competing 
feelings of satisfaction interacting with the degree of attractiveness (or utility) 
of the present job versus the alternatives. The outcome in turn of this 
interaction would be the development of intentions to search, and possibly
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intentions to quit, and eventually this would lead, albeit not in all cases, to 
turnover behaviour.
The model is too large and complex to include embedded in the text here; it 
can be seen in A ppend ix  1 (p.378).
2.3.2. The U nivers ity  o f iowa s tu d ies  (Mueller, Price and co lleagues)
Since 1972 there has been extensive research into aspects of members 
leaving organisations (rather than joining them) carried out by Charles 
Mueller, James Price and associates at the University of Iowa, USA.
As an example of this, Mueller and Price (1990) deduced from their study of 
135 nursing staff that there was a clear causal connection between 
satisfaction, commitment and intent to stay.
Voluntary turnover, or “quits” has been the focus of the Iowa research, and 
Price (2001) described 33 separate studies, using evolving methodology, in 
an effort to explain voluntary turnover.
Price (1997) continued Mobley et al’s theme and also advocated the 
standardisation of measures to enable results to be compared and to facilitate 
the building of theories and models. As an example he cited the apparently 
interchangeable use of the words ‘turnover’, ‘attrition’, ‘exit’, ‘quit’, ‘separation’, 
‘mobility’ and ‘dropout’.
It should be noted that Price’s (2001) model is claimed to apply to work
v
organisations in capitalistic democracies with full-time employees who expect 
long-term jobs. It is not authenticated for part-time or temporary workers, 
volunteers or those working in a different cultural arena. The model is shown 
in figure 2.8. below.
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F igure 2,8: P rice ’s (2001) C ausal m odel o f tu rn o ver
Opportunity
Kinship
responsibility
General training
Job involvement
Positive / negative 
affectivity_______
Autonomy
Distributive justice
Job stress
Pay
Promotional
chances
Routinization
Social support1
+/-
Job
satisfaction
Organisational Search ——►Intent ——it. Turnovercommitment behaviour to stay
Positive relationship 
Negative relationship 
Only supervising support has 
impact on job satisfaction and 
organisational commitment.
Source: Price, 2001
Price’s (2001) model as illustrated in figure 2.8 has evolved as a consequence 
of studies carried out from 1972 onwards. It is thus ‘work in progress’ rather 
than a definitive final version.
2.3.2.1 Exogenous variab les in the m odel
2.3.2.1.1 O pportun ity . Price (2001) opines that the greater the 
opportunity for alternative employment, the greater the awareness of 
these alternatives becomes, and hence an employee will evaluate the 
costs and benefits of the alternatives and if the benefits outweigh the 
costs (monetary and otherwise).
2.3.2.1.2 K insh ip  re sp o n s ib ility  is a curiously culturally-bound 
concept, and it appears to be rooted in US society in the 1970s. In the 
highly individualistic, relatively masculine society of the USA (Hofstede,
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1980), family loyalties are relatively narrow, with parents and children 
seen as the relatives to whom the strongest obligations exist. Other 
relatives, such as uncles, aunts, grandparents and cousins would be 
considered to be less important in terms of kinship ties. Also, it was the 
norm for men against this background to be seen as the breadwinner, 
with women perceived as secondary earners coupled with the fact that 
women tended to be more firm ly attached to kinship issues than men. 
This gives rise to two possible problems as far as the kinship 
dimension is concerned. Many of the early studies (e.g. Mueller and 
Price, 1990; Price and Mueller, 1981; Mueller et al, 1994) focused upon 
healthcare staff, principally nurses or other predominantly female 
groups, and this might have produced a skewed picture of kinship 
issues. Later studies with more of a gender balance (e.g. Kim et al,
1996) did not find kinship responsibility to be significant at all in 
determining turnover. There has been a tendency in studies to use 
‘being married and having dependent children’ as a proxy indicator of 
the likelihood of kinship responsibility. In the first decade of the 21st 
century, it would appear realistic to also take into account two other 
kinship dimensions: the growth of dual-career couples and the extent to 
which the employing organization has family-friendly policies (e.g. 
childcare facilities, flexible working, etc). It seems reasonable to 
assume that the existence of dual career couples might increase 
turnover, and family friendly policies might reduce turnover.
2.3.2.1.3 General tra in ing . The existence of general training which can 
be easily transferred between employers might be supposed to lead to 
increased turnover, but this again is a problematic concept to identify, 
and ‘level of education achieved’ tends to be taken as a proxy indicator 
for this dimension (Barnes and Jones, 1974).
2.3.2.1.4 Job invo lvem ent might be taken as part of a sequence in 
which highly involved employees tend to exert more effort, achieve 
higher rewards, and consequently experiencehiqhar-jobLsatisfaction.
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2.3.2.1.5 Positive and negative a ffec tiv ity  have been found to be 
personality characteristics which are similar to job satisfaction, although 
different concepts are involved (Agho et al, 1993). There have been 
several studies into these concepts and their influences (Watson and 
Clark, 1984, Brief et al, 1988), and Price (2001) reports that there is a 
risk that not only will there be a direct impact upon job satisfaction, but 
also there will be a possibility of a bias effect on some of the other 
variables involved.
2.3.2.1.6 A u tonom y is the extent to which a worker has power relative 
to the job; the underlying assumption is that higher autonomy leads to 
lower turnover due to higher job satisfaction.
2.3.2.1.7 D is tribu tive  ju s tic e  is conceived as the correlation between 
job performance on the one hand and reyyacds_and punishment on the 
other hand. Thus, if good performance is rewarded, there is a high 
level o f distributive justice and turnover is decreased due to high levels 
of both job satisfaction and organizational commitment. This appears 
to be a reasonable set of relationships, but in reality it is difficult to 
measure without resorting to measures of perceived ‘fairness’ in the 
system.
2.3.2.1.8 Job s tress  is a combination of four different stressors (Price,
1997):
• Resource inadequacy -  lacking the means to do the job
• Role ambiguity -  uncertainty regarding job obligations
• Role conflict -  inconsistencies in the job obligations
• Workload -  the sheer level of effort required in order to do the 
job
The level of stress can have a negative impact upon job satisfaction, 
and thereby affect turnover, but it has proved very problematic indeed 
to capture and measure this concept.
57
2.3.2.1.9 Pay is money and equivalents received by employees from 
their employers. It is not easy to measure the non-pay elements 
objectively, so most studies have focused on cash as a proxy measure. 
Increasing pay is seen as leading to decreased turnover, albeit 
moderated by the intervening variables of job satisfaction, 
organizational commitment, search behaviour and intent to stay.
2.3.2.1.10 P rom otiona l chances is the opportunity for upwards 
occupational mobility within the organization. It is generally accepted 
that the positive impact of  promotional chances will increase both job 
satisfaction and organizational commitment. This tends to be 
measured by asking respondents to estimate their likelihood of 
advancement in the organization.
2.3.2.1.11 R outin ization  is the degree of repetitiveness in a job. This 
is closely related to autonomy, and it has clear implications for 
organizations which rely upon continuous processes, standardisation, 
and mechanisation. It is believed that routinization affects job 
satisfaction negatively, with consequent effects upon turnover.
2.3.2.1.12 Social su p p o rt is the amount ofJjeJp-available for problems 
related to the job, and it can be provided by supervisors, colleagues 
and friends and relatives outside the workplace. Support of this nature 
impacts positively upon both job satisfaction and organizational 
commitment, and hence reduces turnover.
2.3.2.1.13 The re la tionsh ip  between the 12 exogenous variab les.
There is some difference of opinion within the Iowa school regarding 
the effects and interplay between these exogenous variables. Horn 
and Griffeth (1991) found that some of the variables only affected job 
satisfaction whilst others only affected organizational commitment. Kim 
et al (1996) concluded that ail of th® variables affected both job 
satisfaction and organizational commitment. Gaertner (1999) 
concluded that just three of the variables -  promotional chances,
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distributive justice and supervisory support -  were related both to job 
satisfaction and to organizational commitment; the remaining structural 
variables were associated solely with job satisfaction.
2.3.2.2 Endogenous variab les
The four variables of ‘job satisfaction’, ‘organizational commitment’, ‘search 
behaviour’ and ‘intent to stay’ as determinants of voluntary turnover have 
been consistent aspects of the Iowa research. Price (2001, p. 608) defines 
satisfaction as “the extent to which employees like their work’ whereas 
commitment “focuses on the loyalty of employees to their employer". This 
approach provides a global overview, but it ignores the multiple facets of job 
satisfaction indentified by Smith et al (1969), Hackman and Oldham (1975, 
1980), Spector (1997), and others. Price (2001, p.608) goes on to assert that 
search behaviour is “the degree to which employees are looking for other 
jobs” whereas intent to stay is “the extent to which employees plan to continue 
membership with their employers—intent to stay is often termed intent to 
leave” . In this context, it would appear that “search behaviour” increases 
turnover, whilst “intent to stay” decreases it.
There is a lack of agreement concerning whether job satisfaction contributes 
to organizational commitment, or whether it is a wholly separate concept. 
Currivan (1999) identified no significant relationship between the two 
concepts, although he found some common determinants as shown in figure 
2 .8 .
Both job satisfaction and organizational commitment contribute to search 
behaviour (the extent to which staff are actively seeking other jobs) and this, 
in turn, contributes to intent to stay (the degree to which employees decide to 
stay with their current employer). It should be noted that some studies refer to 
'intent to stay’ as ‘intent to leave’, and it is important to bear this in mind when 
comparing different studies on the subject. The conclusion from the Iowa 
studies (Price, 2001) is that search behaviour will lead to increased turnover 
and intent to stay will lead to decreased turnover. However, there is no clear 
understanding about the precise causal order at this point, and Price (2001)
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concedes that whilst search appears to determine intent the reverse might 
also be true, with intent leading to search. Clearly further research is required 
on this point.
2.3.2.3 The robustness o f the m odel. One key study of particular relevance 
from the Iowa school is by Kim et al (1996), in which the Price/ Mueller 
approach was adopted to explain career intentions among a group of 
predominantly male physicians in a US A ir Force hospital. It was found that 
the model which had been used to test predominantly female healthcare staff 
in a civilian setting applied equally well among male staff in a military setting. 
The model explained 41% of the variance in career intentions.
As stated in the fifth paragraph of section 2.3.2, it should be noted that Price’s 
(2001) model is claimed to apply to work organisations in capitalistic 
democracies with full-time employees who expect long-term jobs. It is not 
authenticated for part-time or temporary workers, volunteers or those working 
in a different cultural arena.
2.3.3 The U nivers ity  o f Oregon S tud ies: Steers and M owday (1981)
Steers and Mowday (1981) developed their own conceptual model in an 
attempt to summarise empirical research. This model (see A ppend ix  2, 
p.380) is of interest as it contains some variables which do not appear in 
earlier models. Expressed simply, there is a four-step path leading up to an 
employee deciding whether or not to stay with an employer. The first step is 
related to job expectations, which in turn are a product of a combination of the 
extent to which the job meets the employee’s expectations and the individual’s 
affective response based upon his or her own personal values. This in turn 
will lead to a set of affective responses to the job and the organisation, which 
consist of job satisfaction, organizational commitment and job involvement. 
The natural consequence of this will be for the employee to decide, on 
balance, whether to stay in the job or to leave. Finally, the decision to stay or 
leave is enacted. There are many influencing factors, including individual 
characteristics, non-work issues and the availability of alternatives, which will 
combine to influence decisions at each stage.
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It might be argued that there are broad similarities between the various 
models, but there are also some important differences, too. For example, 
Mobley (1977) theorised that the search process would occur before the 
intention to leave was developed, while Steers and Mowday (1981) suggested 
that the search process did not begin until after the intention to leave had 
been formed. Price (1977) theorised that the immediate antecedent of an 
employee’s decision to leave an organisation was the dynamic interplay 
between job satisfaction and possible alternative job opportunities.
Also given prominence in the Steers and Mowday (1981) model were: the 
availability of information about jobs and organizations, knowledge about job 
performance, a range of attitudes about the job over and above the basic 
concept of ‘satisfaction’, the attention to non-work influences and the 
possibility that, before deciding to quit, employees might attempt to alter a 
situation which they found unacceptable.
Lee and Mowday (1987) attempted to test the relationships in Steers and 
Mowday’s (1981) model in a study of 445 banking industry workers in the 
USA. However, they met with only partial success and found that whilst there 
were several significant correlations, overall the model explained only 5% of 
the variance observed in employees’ actual leaving. There was clear 
evidence of a simple relationship between job satisfaction, organisational 
commitment and intention to leave. However, there was no evidence to 
support the concept that the interaction between intention to leave and the 
availability of alternative job opportunities was the immediate antecedent of 
actual departure.
They concluded that career stage might also be a contributing factor which 
should be introduced into the model. Employees at an early stage of their 
careers might well give high prominence to task and work setting in deciding 
whether to stay or quit, whereas for those at a later career stage such factors 
might be less important as the decision to stay has already been made.
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Conversely, at a later stage in the career, non-work factors might become of 
increasing importance in determining the decision to leave.
The Steers and Mowday (1981) model attempts to represent the situation for 
all employees, everywhere, at all times. Almost inevitably, such an approach 
and its generalisations will not fit exactly in every case. Lee and Mowday 
(1987) suggest that company policies (such as periodic voluntary redundancy 
deals with enhanced payments), predictability o f workload, (e.g. cyclical peaks 
and troughs) and seasonal factors (such as summer holidays and end-of-year 
bonus payments) among others might combine to influence decisions at 
different times of the year, and a longitudinal study might well identify such 
patterns.
2.3.3.1 The U nfo ld ing  Model
In the 1990s a new theoretical model began to emerge primarily from the 
University of Washington -  the unfolding model of voluntary employee 
turnover. Lee and Mitchell (1994) identified that the process leading to 
employee turnover was extremely complex and variable between individuals 
and between sets of circumstances. Individuals make decisions regarding 
whether to stay or quit after assessing their feelings, personal circumstances 
and work environment. Lee and Mitchell (1994) listed seven key propositions 
about this process:
• No single model of employee turnover can capture the process 
adequately, and decisions to leave can be arrived at by many different 
routes.
• A  ‘shock to the system’ -  an event that causes the employee to 
consider and evaluate the current job and possible alternatives can 
often be one of the key starting points of the process.
• Shocks can be expected or unexpected, job-related or non-job-related, 
and either negative (e.g. missing a promotion, or suffering a 
bereavement), or positive (e.g. winning the lottery, being awarded a 
large bonus) or neutral; they can all prompt thoughts of leaving.
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• It is possible for employees to leave due to scripted behaviour without 
any conscious evaluation of either the current job or possible 
alternatives.
• Some people quit without considering alternatives at all; they choose 
whether to stay or leave the current employer, rather than to go and 
work elsewhere.
•  Most employees decide whether to stay or quit based upon criteria of fit 
or comparability, rather than on estimations of subjective expected 
utility.
•  Employee turnover is a process which happens over time; it is 
necessary to understand how this process evolves in order to 
understand decisions about leaving.
Subsequent studies by Lee et al (1996), Lee and Maurer (1997) and Lee et al 
(1999) tested this theory. Lee et al (1996) interviewed 44 nurses who had 
recently quit voluntarily, and followed up with a questionnaire survey. Their 
findings broadly supported Lee and Mitchell’s (1994) model. They identified 
that 55% of the respondents followed the traditional path of dissatisfaction - 
job search - evaluation of alternatives - quitting. However, the remaining 45% 
did not comply with this process, quitting with no alternative job offer having 
been made. These findings support the concept of the unfolding model. Lee 
and Maurer (1997) investigated knowledge workers and identified that 
appropriate HRM practices, particularly related to compensation, training and 
development and career planning, were helpful in reducing the incidence of 
voluntary quitting in most, but not all, cases. This, again, supports the 
concept of the unfolding model. Lee et al (1999) further developed the 
unfolding model in a study of 229 former employees of large accounting firms 
in the USA. Their findings supported the model further, albeit in a slightly 
modified and updated form.
The characteristics of Lee and Mitchell’s four decision paths are summarised 
in figure 2.9 below; the full flow chart is shown in Append ix 3 (p.382).
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Figure 2.9: C haracteris tics  o f Lee and M itch e ll’s  (1994) decision paths
Decision paths
1 2 3 4
Shock yes yes yes no
Sign of shock +0- - +0- na
Matching frame yes no no na
Evaluation of images no yes yes Yes
Fit judgement Fit judgement Fit judgement
Relative job no yes yes yes
dissatisfaction
Search for job no no yes no yes
alternatives i
Evaluate job no no yes no yes
alternatives
Fit judgement Fit judgement
and rational and rational
analysis r analysis
Quit decision Automatic Controlled Controlled Controlled Controlled
Source: Lee and Mitchell (1994)
Lee et al (2004) further studies the concept o f ‘job embeddedness’. They 
identified that on-the-job embeddedness was correlated with organizational 
citizenship and job performance, whereas off-the-job embeddedness was 
correlated with both absences and voluntary turnover.
2.3.4 D em ographic variab les
The key models in relating to voluntary turnover have tended to incorporate 
demographic factors. Mowday et al (1982) list education, tenure, age, gender 
and job level, while Mobley (1982) lists hierarchical level, age, tenure and 
education. However, Price (1995) injects a note of caution. He argues that 
whilst these factors might provide a useful short cut to the prediction of 
outcomes, they tend to be used inappropriately. According to Price (1995) 
they tend to have low validity since they indicate different theoretical variables 
simultaneously. However, for the purposes of the current study it is helpful to 
summarise the key demographic aspects of voluntary turnover intention as far 
as they have been established to date.
2.3.4.1 Age. It is generally asserted that job satisfaction increases with tenure 
and age, although Price (1995) asserts that this is purely coincidental, and in 
any case the further link with voluntary turnover intention (either to stay or to
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quit) is as yet unproven. Having stated this, Price and Kim (1993) in their 
study of US Air Force personnel found that older workers tended to stay 
longer than younger workers.
2.3.4.2 Gender. Barnes and Jones (1974) analysed US census data from the 
1950s and 1960s in an attempt to identify patterns in voluntary turnover 
among males and females. They based their research upon workers in the 
manufacturing industries, and divided quitting into two categories - quitting 
seeking alternative employment and quitting to exit from the labour force 
altogether. It was identified that females had higher quit rates than males, 
and that while females tended to quit in order to exit from the job market 
altogether, males tended to quit in order to move to another job. For both 
sexes quitting was found to be more frequent among younger and older age 
groups, and also more frequent among lower-paid workers. It should be 
noted however that this study was based on data from half a century ago, and 
social trends might have changed in the interim. In their study of US Air Force 
personnel, Price and Kim (1993) found that females tended to stay longer 
than males.
2.3.4.S Level o f sen io rity . Price and Kim (1993) found that managers tended 
to stay longer than professionals. Presumably, this is because people with 
professional qualifications tend to have more readily transferable skills and 
qualifications, whereas managers tend to have more organization-specific 
skills and experience.
2.5.4.4 Length o f serv ice . Price and Kim (1993) found that the relationship 
between length of service and intention to stay was U-shaped, with 11 years 
being the optimum correlation with intent to stay; intention to stay declined 
either side of this peak.
2.3.4.5 M arital s ta tus. Price and Mueller (1981) found that marital status 
contributed to reduced turnover in their study of nurses. However, Price and 
Kim (1993) found no relationship whatsoever between these two variables in 
their study of US A ir Force medical personnel.
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2.3.5 V o lun ta ry Turnover In ten tion  - Sum m ary
In summary, a considerable amount of study on the subject of voluntary 
turnover during the past four decades has led to noticeable advances in 
understanding the multiple antecedents of the decision to stay with or leave 
an employer. Nevertheless, despite this input, certain contradictions still 
remain, and further work is clearly required in order to develop a fully 
comprehensive understanding of the dynamics involved.
In terms of the current study, the literature reviewed here provides some 
indications regarding the forces affecting voluntary turnover intention among 
public sector workers in the UK, although the inevitable contradictions mean 
that any conclusions can only be tentative. Older workers, particularly those in 
the higher pay levels, and possibly males, in managerial roles, with up to 11 
years service, might be expected to be most likely to stay, and being married 
might also encourage employees to stay longer, although the evidence for this 
is inconclusive. How this relates to the current study will, to a great extent, 
depend upon the demographic makeup of the workforce. Over and above 
this, the existence of appropriate human resource management policies and 
practices, and the workplace culture and climate, will clearly be instrumental, 
too, but the relative importance of person-related factors and job-related 
factors, and the interplay between them, clearly requires more study.
2.4. Pub lic  Service Ethos (W hat makes pub lic  service  w orke rs  d iffe rent?)
Public sector employment is a significant factor in any civilised society. In a 
modern democracy such as the United Kingdom the public sector is a major 
employer. Critics have described “expensive overinfiated bureaucracies of 
underpaid public servants” (Rubino-Hallman, 2002, p.4).
Although the precise numbers tend to vary from year to year and by region, 
public sector employment as a proportion of the total UK workforce is currently 
around 20%, or 6 million workers. Expressed slightly differently, in terms of 
the entire UK population of approximately 60 million men, women and 
children, one in ten of these is a public servant (ONS, 2005). The range of
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public sector organisations is immense, but for simplification these may be 
categorised as either: central government, local government or public 
corporations. The former two have witnessed employment growth in recent 
years, whilst the public corporations have experienced a small relative decline 
(ONS, 2005). It might be supposed that the public sector exists to perform 
functions that cannot be covered appropriately by the private sector.
As tax paying citizens we have a tendency to expect a range of characteristics 
from our public sector organisations which are different from our expectations 
of the private sector. In terms of the people who work in the public sector, it 
might be argued popularly that there is a particular public sector culture which 
is entirely unique. The absence of a clear unit of output in much of the public 
sector has made it difficult for managers of the various services to adopt a 
production focused approach to their task. This tended to be replaced by an 
emphasis on terms and conditions of service of the staff concerned, and quite 
often these were agreed nationally. This in turn has tended, at least until 
recently, to produce a mind set which is closely related to Blake and Mouton’s 
“Country Club Management” approach, which involves thoughtful attention to 
the needs of people for satisfying relationships, leading to a comfortable, 
friendly organisation atmosphere and work tempo (Mullins, 2005). This 
section explores issues related to precisely what factors, if any, make public 
sector workers different from private sector workers, and whether such 
differences (if they exist) have changed over the years.
2.4.1 The pub lic  sec to r
Politicians and the popular press tend to portray the public sector as inefficient 
and overly reliant on bureaucratic processes and procedures. An analysis of 
currently-available data portrays quite a different picture (TUC, 2005). 
Compared with much of the private sector, the UK public sector actually has 
relatively lean management. A  comparison of staff classified as 
“administrative workers” indicates that public sector numbers are no higher 
than in equivalent parts of the private sector, such as financial services or 
business services, where it is necessary to deal with large numbers of
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transactions in highly complex situations where accurate record keeping is 
necessary.
• Staff in managerial grades comprise 17.2% of the private sector 
workforce, compared with only 7.5% of the public sector workforce.
• The private sector has approximately 6 employees for every manager; 
in the public sector this rises to around 14 employees per manager.
• Comparing larger workplaces with 250 or more staff, in the private 
sector 18.7% are managers, compared with only 9.6% in the public 
sector.
• Taking specific areas of the private sector for a more accurate 
comparison, in financial services, 27% of the workforce are designated 
as managers; in business services this figure drops slightly to 21%, 
whereas in public sector administration the figure is a mere 12%.
• Similarly, 34% of workers in private financial services are classified as 
“administrative”, compared with 26% in public sector administration.
Taking the UK public sector workforce as a whole, the largest broad category 
of staff is the 44% occupying “professional” or associated roles, dwarfing the 
“administrative” 26% popularly seen as the “bureaucratic pen-pushers” (TUC,
2005).
2.4.2. The d iffe rences between the pub lic  and private secto rs .
Early studies suggested that there were several fundamental differences 
between working for the public sector and working for the private sector, and 
most of these focused on three key areas in which employment circumstances 
varied between the two sectors (Baldwin, 1987).
In essence there are three aspects in which the public sector is “different”:
•  Vague, unclear or ambiguous goals and objectives.
•  Frequent changes in leadership personnel (presumably referring to 
elected or appointed officials and the democratic process)
• High job security for staff, or at least tenured employees.
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However, various US-centred studies have attempted to explore these 
aspects over the years and have found little or no evidence to support them. 
Rainey et al (1976) identified that the objectives and decision criteria for public 
sector managers tended to be greater in number and diversity, as well as 
vagueness and intangibility, and with a greater tendency for tradeoffs between 
conflicting goals. De Alessi (1974) actually identified slightly higher turnover 
in executive mangers among private sector organisations compared with their 
public sector counterparts, although he was studying public utility 
organisations which might not be truly representative of the public sector as a 
whole. Hall (1972) identified that males in public sector jobs had significantly 
lower probability of unemployment compared with their private sector 
counterparts. Similarly, Long (1982) and Utgoff (1983) found that compared 
to the private sector, public sector organisations experienced far lower staff 
turnover.
Bellante and Link (1981) concluded that employees who are “risk averse” tend 
to seek public sector roles for this reason -  to achieve greater levels of job 
security.
Baldwin (1987) attempted to reconcile these apparent contradictions between 
popular images and published research by carrying out his own study in 
Atlanta, Georgia, among middle mangers in both public and private sector 
organisations. He concluded that there was, indeed, a difference between 
public and private sector organisations in terms of employees’ perceptions. 
According to Baldwin (1987) public sector managers experienced less goal 
clarity, higher leadership turnover and higher job security compared with their 
private sector counterparts, but the differences were not very large, and in any 
case they showed very little impact on motivation levels between the two 
sectors.
2.4.3 Public  Service M otiva tion
Perhaps the most relevant starting point for an investigation into this topic is to 
re-visit Perry and W ise’s 1990 paper “The motivational bases of public 
service”. They defined Public Service Motivation (PSM) as “an individual’s
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predisposition to respond to motives grounded primariiy or uniquely in public 
institutions and organizations” (Perry and Wise, 1990, p.368; Perry 1996, p.5; 
Perry, 2000, p.471).
This led to the concept of “public service motivation” entering the literature, 
particularly in US and international studies, and included a statement about 
the importance of building up a “better understanding of how public service 
motivation contributes to organizational commitment and performance" (Perry 
and Wise, 1990, p.371). Amongst other concepts, Perry and Wise (1990) 
suggested that there would be a positive relationship between the level of 
public service motivation and the level of job performance, commitment and 
retention among the workforce. Perry (1996) went on to devise and develop a 
scale to measure “public service motivation”. The key aspects which he 
identified were listed as: “attraction to public policy making”, “commitment to 
the public interest”, “compassion” and “self-sacrifice”. Perry (1997, p. 190) 
concluded that PSM developed “from exposure to a variety of experiences, 
some associated with religion and some associated with professional life”.
This led to a succession of studies in this area, some of which are of more 
direct relevance to the current investigation than others. Naff and Crum 
(1999) in another US study investigated what they described as "public 
service ethic” among a sample of almost 10,000 US federal employees, 
building upon Perry’s work. They concluded that there was, indeed, a 
significant positive relationship between public service motivation and job 
satisfaction, performance levels, intention to remain within the public service 
and support for the government policies towards public service reforms. 
Expressed slightly differently, employees who show low PSM are more likely 
to consider leaving public service employment (Mann, 2006). A  further study 
by Crewson (1997) identified a positive correlation between a strong 
preference for service over economic benefits and organisational 
commitment. He concluded that “...public employees have a greater potential 
to be other oriented or duty oriented than do their peers in the private sectof 
(Crewson, 1997, p.512).
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The implication from these studies is that there needs to be a good fit between 
the individual and the work environment. Kristoff-Brown et al (2005, p.281) 
define the concept of “person-environment fit” as “the compatibility between 
an individual and work environment that occurs when their characteristics are 
well matched”.
A meta-analysis by Kristoff-Brown et al (2005) of studies dating back to the 
early 20th century analysed a range of person-environment fit issues and 
identified the following:
Person-job fit:
• is strongly positively correlated to job satisfaction and organisational 
commitment, and strongly negatively correlated to intention to quit.
• has a moderate positive correlation with co-worker satisfaction,
supervisor satisfaction and organisational identification.
•  has a small positive correlation with overall performance and a small 
negative correlation with indicators of strain.
P erson-organ isa tion  fit:
• is strongly positively correlated to job satisfaction and organisational 
commitment, but only moderately negatively correlated to intention to 
quit.
• has a moderate positive correlation with co-worker satisfaction,
supervisor satisfaction, organisational satisfaction and employees’ trust 
in their managers.
• has a small positive correlation with overall job performance and task 
performance.
Person-group fit:
•  has a moderate correlation with job satisfaction and organisational 
satisfaction and a moderate negative correlation with intention to quit.
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Person-superv iso r fit:
• has a medium positive correlation with job satisfaction.
Expressed slightly differently:
• Job  sa tis fac tion  is more strongly related to person-job fit than to 
person-organisation, person-group or person-supervisor fit, but in all 
four cases the correlation is positive and either high or medium.
• O rgan isational com m itm en t is more strongly related to person- 
organisation fit than person-job fit, but in both cases the relationship is 
positive and high or medium. There is only a very weak positive 
correlation with person-group or person-supervisor fit.
• In tention  to  q u it has a moderate negative correlation with person-job 
fit, person-organisation fit, and person-group fit.
• Tenure has a very small positive correlation with person-job fit, person- 
organisation fit, person-group fit and person-supervisor fit.
• Turnover has a very small negative correlation with person-job'fit and 
person-organisation fit.
Kristoff-Brown et al concluded that there was “strong evidence for the 
importance of muitiple types of fit for work-related attitudes and behaviours” 
(Kristoff-Brown et al, 2005, p327).
This suggests that there might be expected to be a clearly - identifiable 
relationship between public service ethos, job satisfaction and voluntary 
turnover intention among UK-based public sector workers.
Steijn (2008), Vandenabeele (2008) and Vandenabeele et al (2006) refer to a 
“PSM fit”, in which there is a positive correlation between the presence of 
public service motivation and the preferences expressed by prospective public
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service employees. Vandenabeele (2008) suggests that this motivation exists 
at a pre-entry level, and is higher in organisations that display a higher level of 
publicness.
Adopting the view that PSM is a specific aspect of intrinsic motivation 
(Crewson, 1997, Houston, 2000) related to the concepts of interesting work, 
variety, challenge and intellectual stimulation, Lyons et al (2006) linked this to 
a range of other work-related values including “social” , “altruistic” and 
“prestige” work values, with PSM being a category of altruistic work value.
Lyons et al (2006) investigated issues related to values and commitment 
among groups of knowledge workers in the private, public and parapublic 
sectors in Canada. In this context ‘public’ sector refers to central and local 
government employees, who they termed ‘public servants’ and ‘parapublic’ 
sector refers to staff working in education, healthcare and a range of related 
services which received government funding but were not directly involved in 
government administration. Lyons et al (2006) found that there were no 
identifiable differences in general values between the three sectors, but they 
did identify five significant differences in work values:
• Parapublic workers value work that contributes to society more than 
public servants, who value it more than private sector workers
• Both public servants and private sector workers value opportunities for 
advancement more highly than parapublic employees
• Public servants value work that is challenging and intellectually 
stimulating more than parapublic employees
• Private sector workers value high prestige work more than public 
servants
• Private sector employees show higher organisational commitment than 
either public or parapublic sector workers.
This suggests that although differences in values between the sectors do still 
exist, they are relatively small differences. It is noteworthy that the differences 
identified between public and parapublic sector workers imply that further 
studies of the differences between these two groups would be worthwhile.
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Perhaps the key point to emerge from this study in the context of the current 
investigation is the first one - work that contributes to society is valued more 
highly by public sector workers than it is by private sector workers.
Perry and Wise (1990, p. 370) concluded that “the greater an individual’s 
public service motivation, the more likely the individual will seek membership 
in a public organisation”. Thus it would seem logical to assume that public 
sector workers will have higher levels o f PSM than those in the private sector, 
as there will be a mutual attraction between the individual and the 
organisation in terms of both job seeking and job offers. However, it appears 
that few studies have actually tested this to determine whether or not public 
sector workers do actually have a higher level of PSM compared to private 
sector workers.
Boxx et al (1991) studied a group of US public sector managers focusing on 
Peters and Waterman’s (1982) excellence values rather than PSM perse, but 
in a not-dissimilar vein they identified higher levels of satisfaction and 
commitment in cases where respondents reported an excellent fit between 
their own values and the workplace’s values. They went on to conclude that 
“a major component of job satisfaction, commitment and cohesion is the 
realization by an employee that he or she is making a real contribution to 
organisational goals" (Boxx et al, 1991, p.204).
Perry (1996, 1997, 2000) attempted to identify the influences that motivate 
individuals in terms of their sources and nature, and divided the critical 
variables into four distinct areas or domains (see also figure 2.10): 
S oc io -h is to rica l context: this includes influences from family, churches, 
schools, and the nature of life events in pre-work and non-work settings. 
M otiva tiona l context: the traditional mix of job characteristics, incentives in 
the workplace and the work environment in general as well as issues related 
to the culture and climate of the workplace or organisation.
Ind iv idua l cha racte ris tics : these include self-observation, judgmental 
processes and self-reaction; the standards for judgement could arise from 
social or cultural stimuli.
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Behaviour: what the individual actually does as a consequence of these 
forces will be influenced by a combination of personal circumstances and their 
own internal standards.
It should be emphasised, however, that this is only a theory put forward for 
further investigation, and as Perry (2000, pp485-6) states: “At a minimum, it is 
my hope that the theory will change a stereotype of public employees. 
Thinking about motivation in more global terms rather than in terms of discrete 
behaviours reframes the question from the classic, Are bureaucrats lazy? to 
potentially more favourable questions such as, How are bureaucrats able to 
persist in the face of low rewards and a hostile environment?”
Figure 2.10: Perry’s (2000) process theory model of public service motivation
Sociohistorical Motivational Individual Behaviour
context context characteristics
Source: Perry, 2000, p. 481
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These concepts were further tested in later studies by Perry and colleagues 
with morally committed individuals (Perry et al 2006), and significant 
relationships were found between PSM and family socialization, religious 
activity and experience in volunteering, either as a young person or later in 
life.
Moynihan and Pandey (2007) build upon Perry’s work and investigated the 
role of public sector organisations in fostering PSM. They found that there 
was a strong and positive relationship with both level of education and 
membership of a professional organisation, and a clear negative relationship 
between PSM and both red tape and length of organisational membership. 
“Members who joined an organisation with a strong commitment to public 
service may find themselves increasingly frustrated as time passes, as their 
hopes to contribute are d a s h e d (Moynihan and Pandey, 2007, p.44).
It should be noted that for the purposes of their study, Moynihan and Pandey
(2007) adopted the definition of “red tape” originally used by Bozeman (2000), 
as follows: “rules, regulations, and procedures that remain in force and entail 
a compliance burden, but do not advance the legitimate purposes the rules 
were intended to serve” (Moynihan and Pandey, 2007, p. 43). It was also 
noted that in this study males were likely to have higher PSM than females 
and age appeared to have a positive relationship with PSM.
Steijn (2004, 2008) studied PSM among Dutch workers, comparing public and 
private sector samples. These studies are highly relevant to the present 
investigation as apart from being very recent, they are not US-based, and they 
attempt to compare and contrast the two sectors. The key findings from these 
studies are:
• Public sector employees show a higher PSM level than private sector 
employees.
•  Private sector workers with high levels of PSM tend to be more 
interested in public sector employment than those showing low levels 
of PSM.
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• Public sector employees with a good PSM fit are more satisfied and 
less likely to leave the organisation than those who have unmet PSM 
needs.
•  There is no relationship between willingness to stay / voluntary turnover 
intention and either gender or supervisory position.
• However, there is a relationship between willingness to stay / voluntary 
turnover intention and job satisfaction, age and educational level. The 
more satisfied workers are likely to stay longer; the older workers are 
the more likely they are to stay, and this is particularly true in the 55-64 
years category; finally, workers with a relatively low educational level 
are more likely to stay than those with higher levels.
It should be noted, however, that “not so much PSM as ... its actual use is 
relevant for job satisfaction... those with a higher level of PSM and a higher 
level of perceived usefulness are more satisfied with their job...higher levels 
of perceived usefulness (irrespective of the level of PSM) contribute 
significantly to job satisfaction” (Steijn, 2008, p.22). In other words, the 
opportunity to use and apply the PSM in a perceived meaningful way at work 
is more important than the actual level of PSM possessed by any individual 
employee.
2.4.4 M easuring PSM
Since Perry and Wise identified the concept of PSM in 1990, there have been 
numerous attempts to define and describe it. Popular definitions include:
• ‘an individual’s predisposition to respond to motives grounded primarily or 
uniquely in public institutions’ (Perry and Wise, 1990, p.368)
• ‘the motivational force that induces individuals to perform meaningful 
public service’ (Brewer and Selden, 1998, p.417)
• ‘a general altruistic motivation to serve the interests of a community of 
people, a state, a nation or humankind’ (Rainey and Steinbauer, 1999, p. 
23).
Not only are these definitions slightly different from each other, but also PSM 
is a predominantly American concept. Non-American authors tend to use 
different terms, such as ‘the ethic of common interest’ (Chanlat, 2003 cited in
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Vandenabeele, 2008) and ‘public service ethos’ (Pratchett and Wingfield, 
1996). These variations on the theme, and differences in terminology, 
combine to make precise comparisons between studies difficult, and lead 
towards more of a broad-brush overview of the topic. In addition, differences 
between countries and regions due to cultural or other factors will combine to 
hamper meaningful international comparisons. In an attempt to bridge the 
subtle differences between contexts and earlier definitions, Vandenabeele 
(2007, p. 549) adopted the following definition: ‘the belief; values, and 
attitudes that go beyond self-interest and organizational interest, that concern 
the interest of a larger political entity and that motivate individuals to act 
accordingly whenever appropriate’.
Perry (1996) developed the first measurement scale for PSM in an attempt to 
identify its components, and in the following years a series of studies have 
linked PSM to:
• Decreased turnover and increased job satisfaction (Naff and Crum, 1999)
• Individual performance (Naff and Crum, 1999; Alonso and Lewis, 2001)
• Whistle-blowing (Brewer and Selden, 1998)
•  Organization performance (Rainey and Steinbauer, 1999)
•  Incentive preferences (Houston, 2000)
® Sectoral preference (Lewis and Frank, 2002)
Vandenabeele (2008) attempted to modify Perry’s original (1996) US scale for 
measuring PSM into a more simplified and/or more robust model which would 
be applicable in non-US settings. He found that Perry’s (1996) dimensions 
‘public interest and civic duty’ and ‘self-sacrifice’ were so highly correlated that 
they could be collapsed together. Alternatively, the addition of an extra 
‘democratic governance’ dimension would make the model slightly more 
robust. It must be stressed, however, that these studies taken together 
explored primarily US and Belgian cultures. These could conceivably be 
taken as a proxy for much of the wider Anglo-Saxon and European cultures, 
although there will inevitably be the likelihood of variations between countries.
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It must be emphasised in particular, however, that Vandenabeele’s (2008) 
study was based purely on a sample of Flemish public servants in the 
northern part of Belgium. The dimensions were not tested outside of this 
relatively small geographical area, nor were they tested against a comparable 
private-sector group. Consequently, this contribution to the literature, 
although helpful, cannot be considered to be definitive.
2.4.5 PSM and in te rpersona l c itizensh ip  behaviour
In a study carried out in the USA, Pandey et al (2008) studied the link 
between PSM and interpersonal citizenship behaviour -  a sub-set of 
organisational citizenship in which the main focus is upon helping behaviours 
which are directed at co-workers. This builds upon earlier work on PSM 
(Perry and Wise, 1990, Perry, 2000), and takes forward Organ’s (1988) 
definition of OCB as ‘a general tendency to be cooperative and helpful in 
organizational settings’ (Pandey et al, 2008, p. 91). As one of the 
antecedents of this study, Brewer et al (2000) constructed a typology of 
motivational profiles for public servants, taking helping behaviours into 
account specifically. In particular, a category of employees labelled 
‘Samaritans’ was identified as being motivated by a desire to help others.
Pandey et al (2008) posited a link between levels of PSM and the perceived 
attractiveness of organisational mission, or ‘mission valence’. Their findings 
identified high levels of public service motivation, citizenship behaviour, and 
mission valence, but only moderate levels of co-worker support and 
organisational commitment. The conclusion from this study is that ‘individuals 
who feel themselves to be part of a supportive work environment, where 
demonstrations of care and consideration are the norm reciprocate this 
behaviour to their fellow employees...employees with PSM are also likely to 
be better organisational citizens -  more considerate towards their fellow 
employees and more likely to help their fellow employees with work tasks’ 
(Pandey et al, 2008, p. 101).
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2.4.6 The im portance o f p rosoc ia l im pact
For many public sector workers, the nature of the job prevents them from 
obtaining reliable feedback on the impact that their work has on the society 
which they are employed to serve. Grant (2008) describes this as \prosocial 
impact’, and suggests that finding ways to show public service employees the 
prosocial impact of their work will help them to understand the effect that they 
are having on the lives of other people. Central to this theme is the concept 
that job characteristics and work environments can play a role in enhancing, 
cultivating and maintaining public service motivation (Perry, 2000). Grant 
(2007, 2008) defines prosocial impact as referring to the extent to which 
employees’ actions impact upon the lives of others -  ‘the extent to which 
employees’ efforts protect, promote, or contribute to the welfare of others’ 
(Grant, 2008, p.51 ). This will be particularly important in the context of public 
sector workers if they do, indeed, value the opportunity to make a difference 
and describe this as a key motivating force in their work.
However, Grant (2008) goes on to describe a range of reasons why 
meaningful feedback regarding prosocial impact fails to occur. The three key 
problems are:
•  Red tape which creates obstacles and either prevents or distorts the 
possibility to actually make a meaningful difference.
• Roles which provide few opportunities to experience the act of making 
a difference (e.g. hostage negotiators, pool lifeguards, and nuclear 
power plant employees).
• jobs which do not provide much exposure to the longer-term impacts of 
the work (e.g. fire-fighters, emergency medical services and most 
police work).
Many public sector jobs suffer from one or more of these problems, and it is 
conceivable that some of the more routine back-room jobs combine some or 
all o f them. ‘A lack of awareness of the lasting prosocial impact of their jobs 
may be one contributing factor to the ...motivational challenges that managers 
and employees face in public service work’ (Grant, 2008, p.51).
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Any opportunity for employees to contact or interact with beneficiaries will 
enable them to obtain feedback regarding the differences that they can bring 
to the lives of their beneficiaries and assist their awareness of the prosocial 
impact of their actions (Grant, 2007, 2008, Grant et al, 2007). Face-to-face 
contact with the customer (i.e. the public) enables employees to read body 
language, receive verbal comments and generally obtain meaningful 
information regarding the positive (or negative) impact of their actions on 
individual members of the population. In theory, at least, contact with 
beneficiaries can help staff to understand the differences they can make, thus 
increasing motivation.
The importance of job design and relational architectures in ensuring the 
motivation and job satisfaction of public service employees and their 
interpersonal relationships and social connections cannot be overemphasised 
(Grant, 2007, 2008, Humphrey et al 2007). Expressed more simply, a low- 
level strictly backroom job in, say, a local authority finance department is 
unlikely to allow the post-holder to have any meaningful contact with the local 
population that s/he is employed to serve. The job is likely to be perceived as 
rather boring and somewhat disconnected from society very quickly indeed for 
anybody who has a strong desire to serve the public.
However, if a way can be found to give the same individual some opportunity 
to interact with the public in a meaningful way, the impact on both the job and 
its occupant can be significantly positive.
2.4.7 W ork outcom es, o rgan iza tiona l in fluences and pub lic  service 
m otiva tion
A  comparative study of Australian public sector and private sector workers by 
Taylor (2008) investigated the relationships between job satisfaction, 
organizational commitment and public service motivation (PSM).
Taylor (2008) found that:
• There was a direct and significant association between job satisfaction, 
organizational commitment and PSM
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• There was a clear link between rewards (both intrinsic and extrinsic) 
and both job satisfaction and organizational commitment
• There was a significant positive link between relations with 
management and both job satisfaction and organizational commitment
• There was no direct link whatsoever between relations with co-workers 
and either job satisfaction or organizational commitment
• There was no significant moderating impact of intrinsic rewards, 
extrinsic rewards, relations with management, or relations with co­
workers upon the relationships between job satisfaction, organizational 
commitment and PSM
These findings appear to support earlier studies regarding the link between 
PSM and favourable work outcomes (e.g. Alonso and Lewis, 2001, Perry and 
Wise, 1990), and the importance of managers in shaping the perceptions of 
the workforce (Coyle-Shapiro and Kessler, 2002a, 2002b).
The importance of demographic variations in Taylor’s (2008) study should not 
be overlooked.
With jo b  sa tis faction , older and female staff reported higher levels of job 
satisfaction compared to younger and male staff
With o rgan izationa l com m itm ent, staff in supervisory and managerial roles 
reported higher commitment than staff in non-supervisory roles. Also, public 
sector employees indicated higher commitment to their employing 
organisation than private sector employees.
It should be noted that in this study, Taylor (2008, p.75) used two items to 
measure PSM: job where I can help people’ and ‘a job that is useful to 
society’.
2.4.8 Leadership, PSM, jo b  sa tis fac tio n  and tu rnover in ten tions
Park and Rainey (2008) studied leadership approaches among US federal 
government employees with a view to identifying possible links between 
leadership and motivation (particularly public service motivation) and a range
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of outcomes, including job satisfaction and turnover intentions. They took as 
their starting point the need to increase performance by increasing motivation, 
commitment and job satisfaction and decreasing turnover intentions. This 
was intended to build upon earlier work on the subject by, among others, 
Alonso and Lewis (2001), Houston (2000) Naff and Crum (1999) Perry (1996) 
and Perry and Wise (1990). These earlier studies had identified significant 
relationships, but the link between job satisfaction and turnover intentions, as 
reported by Tett and Meyer (1993) had yet to be demonstrated in the public 
sector.
The conflicting views regarding the relative merits of intrinsic and extrinsic 
motivation have been noted elsewhere (Herzberg, 1968), with intrinsic 
motivators tending to be deeper and more long-lasting, at least for some 
people. Jurkiewicz et al (1998) found that the values important to individuals 
varied according to their degree of public service motivation, with public sector 
employees valuing commitment, and private sector employees being more 
interested in maximising self-interest. Following Perry and W ise’s (1990, 
p.371) concept that PSM has three related component factors -  rational, norm 
based and affective -  the widely-held assumption has been held that public 
sector organisations rely upon ‘normative and affectual incentives’ as opposed 
to ‘utilitarian reward systems’.
There has now been a substantial number of studies on different aspects of 
PSM and its influence on the management of staff in public sector 
organisations:
• Scott and Pandey (2005) reported that high PSM related to lower 
perceptions of ‘red tape’, implying that workers with high PSM will strive 
harder to overcome barriers to the delivery of effective public services.
•  Park and Rainey (2007) concluded that public service oriented 
motivation (PSOM) enhances organisational commitment.
• Moynihan and Pandey (2007) identified a correlation between higher 
levels of PSM and a range of individual factors, including educational 
level and professional identification.
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•  Wright (2007) provided evidence that a clearly explicit public service 
mission can enhance PSM, and thus bring attendant benefits.
•  Buelens and Van den Broeck (2007) found that public sector workers 
displayed higher levels of PSM and lower levels of extrinsic motivation 
compared to private sector workers.
•  Perry et al (2006) noted that there were many similarities between 
public and private sectors, but that PSM was a relevant differentiator.
Park and Rainey (2008) took this series of investigations one step further. 
They identified that among US public sector employees, there was a strong 
relationship between transformational leadership and Public Service Oriented 
Motivation (PSOM). They also found that PSOM was significantly positively 
related to job satisfaction, significantly negatively related to turnover
intentions, and to a lesser extent also positively related to perceived
performance and quality of work. By contrast, Extrinsically Oriented
Motivation (EOM) was related to transactional leadership, and showed only a 
marginal effect on these variables.
This suggests that management and leadership style can play a major role in 
determining the level of public service motivation, job satisfaction and turnover 
intention of the workforce.
2.4.9 The role o f financ ia l incen tives and rewards in determ in ing
m otiva tion  and sa tis fac tion  in pub lic  sec to r em ployees.
One of the underpinning assumptions of New Public Management (see 
section 2.4.11) is that public sector employees will respond to financial 
incentives, with an explicit link between on the one hand inputs, outputs and 
outcomes, and on the other hand financial rewards (Andersen and Pallesen, 
2008). However, this will only work in practice if money is in reality a key 
motivator for the individuals concerned. The concepts of PSM (Perry and 
Wise, 1990; Perry, 1996) and professional standards might well intervene to 
dilute or even counter altogether the influence of money, effectively rendering 
the financial inducements ineffective.
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Frey and Jegen (2001) identified the concept of the Motivational Crowding 
Effect. In brief, this theory posits that monetary incentives or disincentives 
can either strengthen or undermine intrinsic motivation by processes which 
they labelled as either ‘crowding out’ or ‘crowding in’. In situations where 
external rewards are perceived to be ‘controlling1, they will tend to ‘crowd out’ 
intrinsic motivation and people will tend to perform the action for the sake of 
the money rather than for any intrinsic reasons. Conversely, where external 
rewards are seen to be supportive, and thus an explicit acknowledgement of 
the high degree of motivation and work effort that exists, they will be seen to 
‘crowd in’ the existing intrinsic motivation. The key to success or failure is 
related to the perceptions of the individuals concerned.
The overall impact of financial incentives and rewards on public service 
employees is not entirely clear. Gabris and Simo (1995) did not identify any 
differences in the motivating effect of money between private, public and not- 
for-profit sector employees. However, Crewson (1997.p. 10) disagreed, and 
suggested that employees with a preference for economic rewards would be 
‘detrimental to any organisation that has a service-oriented c u ltu re Crewson 
(1997, p.11) went on to suggest that ‘evidence shows that service-motivated 
federal employees will be more productive than economic-oriented 
employees3. Similarly, Perry et al (2006) also noted that pay-for-performance 
plans tend to be ineffective as a means of motivating employees in the public 
service.
This suggests a deep conundrum for public service managers in terms of 
recruitment and retention of staff, as well as any efforts to enhance 
productivity. A  delicate balance must be maintained between providing 
economic rewards and incentives on the one hand, and on the other hand 
meeting the deep-seated yet somewhat elusive intrinsic motivators that are 
generally attributed to public sector employees.
Andersen and Pallesen (2008) investigated the impact of financial incentives 
on the publication records of Danish research institutions. They concluded
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that ‘the perception of the financial incentive in conjunction with the strength of 
the incentive is essential for its impact’ (Andersen and Pallesen, 2008, p.41). 
This is broadly in line with the ‘crowding’ effect noted by Frey and Jegen 
(2001), and it suggests that there is no simple relationship between the extent 
of financial rewards and incentives and their impact upon public service 
employees in terms of motivation, satisfaction or productivity. There are also 
implications for a possible trade-off between quality and quantity, especially if 
incentives are quantity-based.
2.4.10 The pub lic  service  e thos in the UK
A quarter of a century ago, Frederickson and Hart (1985) discussed the 
primary assumption that a significant reason for entering public service 
employment was attributable to a feeling of patriotism. They went on to 
describe a model for the public service based on a combination of patriotism 
and benevolence (love of regime values coupled with love of others) that 
would be realised in action. The inference of this is that it would be 
inappropriate to devalue public service by viewing it in terms of merely 
another arena for the achievement of private ambitions. Describing events in 
the USA in the 1980s, they suggested, with regret, that careerism’ has been 
substituted for idealism” (Frederickson and H a rt, 1985, p.547).
Norris (2004, p.3) describes a popular stereotype of public employees 
“attracted by a protected world of job security; regular pay checks (sic) and 
safe pensions, rather than by dedication to the public good”. She also goes on 
to describe a perception that job satisfaction tends to be lower than in the 
private sector, leading to recruitment and retention difficulties.
Because of these features (among others) and because they operate in the 
public domain and are thus accountable to the public, there has emerged a 
different set of aspirations and attitudes among the staff, towards work in 
particular and life in general. This has been described in the UK context as 
the distinctive “public service ethos” (Pratchett and Wingfield, 1996). For an 
analysis of the five key characteristics of Pratchett and Wingfield’s (1996) 
exploration of public service ethos, please see Figure 2.11.
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Figure 2.11: P ratchett and W in g fie ld ’s generic  d im ensions o f public serv ice  ethos
Characteristic Explanation
Accountability Accepting the legitimacy of political structures and the processes of 
democratic government "whether they agree with it or not”.
Bureaucratic
behaviour
Applying Webberian bureaucratic behaviour at all times: Honesty, 
integrity, impartiality, objectivity.
Public interest Acting in the interests of the community which they serve, even if these 
conflict with the interests of their employing organisation.
Motivation An altruistic feeling of accomplishing something worthwhile, balanced 
by a desire for reasonable personal remuneration.
Loyalty Conflicting loyalties, to department, employer, profession, general 
institution and community.
Source, Pratchett and Wingfield, 1996, pp. 641-2
In addition to Pratchett and Wingfield’s model, there have been various 
attempts to describe and define “public service” and “public service goals” 
(Montgomery, 1992), but Boyne (2002) makes a helpful contribution to the 
debate by listing three specific aspects to the public service ethos which differ 
from the private sector equivalent:
• M ateria lism . Public sector managers tend to be less materialistic than
those in the private sector, and thus they are not so likely to seek
financial rewards. Taking this to its logical conclusion, an approach to 
performance management / reward management which involves
financial bonuses or performance related pay will be less likely to either 
improve performance or enhance motivation and commitment.
• P ub lic  service. For much of the public sector there are no
shareholders and no individual paying customers; instead there is a 
broader requirement to serve the public. This is a fine-sounding ideal, 
but sometimes it can be difficult to execute. Ferlie et al (1996) describe 
public officials as “driven by a strong sense of vocation, reinforced by 
the presence of strong self-regulating professions with their own ethical 
codes of practice”. In a similar vein, Box (1999, cited in Boyne, 2002, 
p. 102) contrasts the “ability to maintain or change a service in accord 
with the majority view of the public interest’ with “the market-driven
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service rule that uses individual preferences as the basis for 
governmental response”
• O rganisational co m m itm e n t This might well be lower than in the 
private sector due to the relative lack of a clear link between 
performance, productivity and rewards, and also the tendency for HR 
procedures to be rigid and inflexible (Perry and Porter, 1982). Perry 
and Porter (1982, p. 97) also point out that “it is clearly important to 
develop better insights about what accounts for motivational variance in 
public organizations
Thus, it might be assumed that the “typical” British public sector worker (if 
such a person exists) is likely to be not particularly money-oriented, and not 
particularly committed to his or her current organisation, but driven by a strong 
desire to serve the public.
2.4.11 The im pact o f New P ub lic  M anagem ent
From the mid-1970s onwards there has been a notable trend towards New 
Public Management (NPM) throughout the “western” world. However, the 
NPM trend is not necessarily developing uniformly. Bevir et al (2003) noted 
that Traditional Public Administration (TPA) could still be found in the 
European Commission and throughout Germany, for example.
In the UK context, this trend can be related largely to the Conservative 
administration of Margaret Thatcher (1979 to 1991), although the impetus has 
continued steadily subsequently, up to the present day. Similar trends can be 
identified elsewhere, particularly in the USA. Box (1998, p. 363) refers to 
“ ‘reinventing’ government so that it operates more like the private sector31. 
This is linked with four general trends to streamline administrative 
arrangements in the provision of services to the public (Hood, 1991):
• Reducing o r revers ing pub lic  spend ing: an attempt to counter the 
steady growth of the public sector in terms of both cost and head count.
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• P rivatisa tion (or quasi-privatisation): a drive to involve market forces 
as much as possible, with a trend towards ‘subsidiarity’ in service 
provision.
• A utom ation: recognition that IT, in particular, could play a key role in 
increasing efficiency and cost-effectiveness
• in te rna tiona lisa tion : an increasing recognition that the problems and 
issues were not dissimilar from country to country, and thus suitably 
modified models of service provision might be imported from 
elsewhere.
The impact of this ongoing trend on the UK public service ethos is not entirely 
clear. In any case, as Boyne et al (2002, p. 205) observe: the “elements and 
objectives of a public management reform are usually ill defined and vaguely 
stated’. Hood (1991, p. 16) observed that NPM appeared to be based on an 
assumption that there would be an ongoing culture of public service honesty. 
However he warned that “its recipes to some degree removed devices 
instituted to ensure honesty and neutrality in the public service in the past 
(fixed salaries, rules of procedure, permanence of tenure, restraints on the 
power of line management, clear lines of decision between public and private 
sectors)”. More than a decade and a half later, it is still not entirely clear 
whether or not the culture and values have changed, or to what extent.
Maesschalck (2004) cites some much-publicised examples of unethical 
behaviour by public sector employees, leading to a range of difficulties, 
financial and otherwise. He links these to the performance management 
systems that are a feature of NPM, and goes on to predict worse to follow, 
describing observers as having “thrown up their hands in horror at recent 
trends, seeing them as marking the destruction of the public service ethos” 
(Maesschalck, 2004, p. 467). However, it is quite possible that reports of the 
death of the traditional public sector ethos have been somewhat exaggerated.
Adcroft and Willis (2005) describe the difficulties that can arise when 
management practices are imported from one context to another (e.g. from
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private sector to public sector). In the context of NPM this includes more 
emphasis on “professional” management, clearer and more explicit 
performance measures, a greater focus on outputs and outcomes, and a 
move towards “private sector styles” o f practice. This might be summed up as 
“managers, markets and measurement’ (Ferlie and Steane 2002, p. 1461). 
This echoes a theme by Kaplan and Norton (1992, p. 184) who observed that 
“an organisation’s measurement system strongly affects the behaviour of 
managers and employees” . Thus, regardless of who is responsible for the 
managerial decisions in the organisation, the efforts of those involved will 
inevitably be directed towards meeting targets, possibly at the expense of 
ignoring other issues, presumably considered to be of lesser importance.
Deem (2004) refers to “New Managerialism”, sometimes linked with 
“modernising” public services, and incorporating a range of features including 
changing the culture of public service workers, ensuring accountability, and 
introducing market forces. Deem (2004) and Ferlie et al (1996) both refer to 
the trend in the National Health Service (NHS) to introduce senior mangers 
from the private sector from the mid-1980s onwards, followed by the 
introduction of an internal market from 1991 onwards. This appears to have 
happened to a lesser extent in the higher education sector, with most vice- 
chancellors continuing to come from the ranks of academics, although other 
senior positions, such as finance directors, have tended to be filled by 
appointments from the private sector.
Sehested (2002) describes NPM as undermining ‘professionalism’ as a 
guiding principle and substituting ‘managerialism’ as an alternative. She 
observes that NPM reforms are frequently “based on the criticism of large 
professionalized bureaucracies out of control for managers and politicians” 
(Sehested, 2002, p. 1516). She also describes one of the outcomes of this in 
the UK NHS, with the gradual emergence of “professional managers”, who are 
different from other managers in that they still retain their professional values 
and ethics but they also combine these with management issues. She 
concludes that the need is to develop the current trends to embrace trust and
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reflexivity, so that managerialism works with the professionals, rather than 
against them.
Kirkpatrick et al (2004, p. 18) observed that the way in which NPM was 
introduced was “almost guaranteed to maximise disruption and opposition”. 
Consequently “a very high price was paid for .... only modest gains in 
improved efficiency or service quality’3. Similarly, Foster and Wilding (2000, 
p. 157) state that the politicians “neglected either to cherish or to build on ... 
the potentially positive elements in traditional professionalism: the service 
ethic, the principle of colleague control, and the commitment to high quality 
work'. They concluded that the (then) current government pursued an 
ongoing emphasis on highlighting service failures coupled with a need to 
reform and modernise at all costs. Almost inevitably, front line professionals 
would still face the ongoing pressures of limited resources and competing 
policy demands.
Kirkpatrick and Ackroyd (2003) studied the impact of management 
restructuring in a local authority social services department in the 1990s. 
They found that although restructuring had taken place in order to comply with 
instructions from above, there was little indication of any real culture change 
among the staff. They identified a hybrid form of organising, with a “very 
strong tendency to maintain the status quo among professional staff and a 
resistance to many of the core tenets of new managerialism” (Kirkpatrick and 
Ackroyd, 2003, p. 526).
Sprigings (2002) studied the provision of social housing services, and 
identified that NPM had led to changes of emphasis, towards income 
maximisation, social control and the creation of balanced communities. 
Inevitably, this leads to a movement away from focusing on the needs and 
vulnerabilities of individual tenants, and there is an implication that the 
underlying philosophy of the individual members of staff will become less 
compassionate and more results-d riven.
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Hogget (1996) observed that the trend in the UK from 1979 onwards was to 
create a high output/low commitment workforce in the public sector. He felt 
that the manner in which this was done bore more relationship to McGregor’s 
Theory X ’, with an emphasis on compliance rather than commitment. He 
went on to suggest that there was an increasing body of evidence that levels 
of job satisfaction and morale in the public sector were low and stress was 
high. More importantly, he argued that efforts to bring about significant culture 
change in the public sector appeared to have failed, despite a range of 
initiatives including persuasion, example, training, etc. “However; the 
introduction of markets and competition to vast areas of the public sector 
since 1987 does appear to be bringing about a major change in the way in 
which workers and managers behave. The crucial difference seems to be this 
-  for a culture to be operative within an organisation actors must, to some 
extent, adopt the values and beliefs of that culture; for a discourse to be 
operative however, actors simply need to participate in the practices that 
comprise it.” (Hoggett, 1996, p. 15). In an echo of “1984” (Orwell, 1949), it is 
suggested that the workforce were quite prepared to act and speak in the 
manner required by the government, whilst still retaining their old beliefs which 
occasionally ran entirely counter to what the government was trying to 
achieve.
2.4.12 The cu rren t s itua tion  (is there s til l a pub lic  serv ice  e thos in the 
UK?)
Despite a flurry of US and European studies into various aspects of PSM in 
recent years, the current situation in the UK context is unclear. Many of the 
studies related to the differences between the public and private sectors were 
conducted long ago, in the era of ‘old public administration’ rather than the 
‘new public management’, and also they have tended to focus upon the views 
and attitudes of relatively senior managers. The differences may well be less 
marked lower down the organisational hierarchy. After all, as Pollitt (2003) 
suggests, a job that involves cleaning the floors for the government will not 
differ much from cleaning the floors for Rank Xerox or for Royal Dutch Shell.
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Recent studies suggest that the key differences between public and private 
sector workforces still remain, although it is not always clear whether they are 
measuring precisely the same aspects in comparable ways. Two relatively 
recent comparative studies from the USA bear witness to this:
Karl and Sutton (1998) carried out a comparative study of public and private 
sector workers in the Midwest USA. They found that private sector workers 
valued high wages, whereas public sector workers valued interesting work. 
Both groups of workers appeared to value job security equally.
Norris (2004) describes an analysis of international data from the 1997 ISSP 
survey covering an extensive range of nations. Evidence from this study 
suggests that in the Anglo-American countries at least, public sector workers 
tend to experience poorer career prospects and less job security compared to 
people in equivalent public sector posts elsewhere. This is perhaps more of a 
commentary upon NPM than upon public servants. The findings from this 
study indicate that the key reason for seeking a public sector post was to have 
a job that was useful to society. The other main reason was a desire for job 
security. However, respondents who valued autonomy and the ability to work 
independently showed a significant preference for private sector employment. 
This implies that, despite over two decades of NPM, the public service ethos 
still exists.
2.4.13 P ub lic  Service E thos - Sum m ary
Evidence suggests that there is, indeed a distinctive ethos that makes public 
sector workers “different” from private sector workers. The extent of the 
differences probably varies depending upon one’s position in the hierarchy 
and the extent to which the specific job role requires the post-holder to 
embrace the “modernising” agenda of the new public management. However, 
the numerous changes in ways of working imposed from the mid-1970s 
onwards do not appear to have altered the underlying ethos that tends to lead 
people to seek a job in the public sector, or the mind set that they will apply to 
their work.
93
2.5 Sum m ation - The essentia l lite ra tu re
This review of the literature has identified and explored a range of pre-existing 
material that is of relevance to the current study. Although the essential points 
have been summarised at the end of each sub-section, the key points are 
reiterated here and summated in order to synthesise the essential elements 
and identify more explicitly how the literature has informed the research and 
its approach.
2.5.1 Job  sa tis fac tion
The concept of job satisfaction may be traced from the work of Herzberg in 
the 1950s (Herzberg et al, 1957) in which he identified two sets o f factors in 
the workplace which could lead to, respectively, on the one hand, either 
‘dissatisfaction’ or ‘no dissatisfaction’, and on the other hand either 
‘satisfaction’ or ‘no satisfaction’. Subsequent investigations (Herzberg, 1968; 
Atchison and Lefferts, 1972; Phillipchuck, 1996) found that these findings 
were widely applicable in a range of settings and nationalities, and effectively 
formed the basis of the ‘quality of work life’ movement.
There have been several standardised instruments developed in the latter 
decades of the 20th century specifically to measure job satisfaction. These all 
originate from North America. It might be supposed that these tools are 
culturally bound, using American English and worded specifically for an 
American audience. However, evidence from a range of international studies 
(for example, Meek, 1999, 2004; Crossman and Abou-Zaki, 2003; Sarker et 
al, 2003; Yousef, 1998; Bender and Heywood, 2006; Ellickson and Logsdon, 
2002, Hwang and Kuo, 2006) suggests that the concepts are generally 
applicable globally, and it is possible to benchmark against international 
norms as long as language differences are taken into consideration. This 
might be perceived as reflecting the current state of the world, as all of the 
studies were published within 10 years of the commencement of the current 
study, and hence indicate the degree to which concepts had become 
internationalised by the late 20th / early 21st century.
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Different studies have attempted to measure job satisfaction in different ways. 
Some have adopted a single, overarching, global, measurement score for job 
satisfaction. Others have attempted to break job satisfaction down into a 
series of component parts, or facets, in order to gain a better understanding of 
what it is and how it is made up. There appears to be a general consensus 
that multi-facet instruments are superior to simple one-item global measures 
of job satisfaction, although the larger and more sophisticated the instrument 
becomes, the harder it becomes to obtain a good response rate from busy 
members of the workforce.
Evidence suggests that individuals have a varying profile, with scores for 
different facets which might be relatively high, or low, or tending towards the 
mean, rather than a simple overall score for job satisfaction per se. In 
addition to this, there is a large and growing body of evidence that the 
influence of non-work factors, many of which cannot be controlled for by the 
employer, should not be ignored (Heller et al, 2002; Oshagbemi, 1997a, 
1997b, 1999a, 1999b, 2000; Hickson and Oshagbemi, 1999).
It would appear logical to adopt, and if necessary adapt, a pre-existing 
instrument for the purposes of the current study, rather than to create a new 
set of questions from scratch. The choice for this lies between the work of 
Hackman and Oldham (1980), Weiss et al (1967), Smith et al (1969), and 
Spector (1997). Spector’s work is particularly attractive, as the relatively large 
number of nine (9) facets, the comparatively small number of thirty six (36) 
questions and the Likert-scale response format all combine to provide an 
instrument which has a good level of detail, is relatively straightforward for 
respondents to complete, and which also enables relative ease of analysis.
2.5.2 V o lun ta ry  tu rno ve r in ten tion
Voluntary turnover intention has been the subject of much analysis since the 
mid 20th century, but most of the models currently considered of interest date 
from the 1970s onwards. There are, effectively, three competing schools of 
study -  the University of South Carolina, the University of Iowa, and the 
University o f Oregon. They all appear to agree that there are many factors
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that interact to contribute to the decision by an individual concerning whether 
to stay or to leave a job, but there is a certain amount of lack of agreement 
regarding precisely what the key factors are, or the way in which they interact.
The University of South Carolina studies (Mobley, 1977; Mobley et al, 1978, 
1979) indicated a link between evaluation of job satisfaction /  dissatisfaction 
and the decision of whether to stay or quit, and provided a series of models of 
the process which were, by turns, either clear and simple but relatively 
sketchy, or alternatively highly complex and subject to many exceptions.
The University of Iowa studies (principally Mueller and Price, 1990; Mueller et 
al, 1994; Price 1977, 1995, 1997, 2001; Price and Kim, 1993; Price and 
Mueller, 1981; Kim et al, 1996) developed a model over a period of three 
decades, which has evolved in parallel with changes in western society. This 
identifies, effectively, a range of antecedents of turnover based upon a 
selection of factors, of which some influence job satisfaction, some also 
impact upon organisational commitment, and some have a direct impact on 
turnover without affecting either of the intermediate variables.
The University of Oregon studies (primarily Steers and Mowday, 1981; Lee 
and Mowday, 1987; Lee and Mitchell, 1994, 1996; Lee and Maurer, 1997; Lee 
et al, 1999, 2004) developed the investigation into voluntary turnover intention 
in a slightly different direction. They concluded that the forces at work in 
individuals were too complex to be capable of being encapsulated in a single 
model, and went on to develop a four-part model (‘the unfolding model’) with 
four separate decision paths. This appears to be a highly valid tool for 
understanding the anatomy of the decision making process retrospectively, 
but its very sophistication tends to make it somewhat unwieldy as a predictive 
instrument.
It would appear logical to use one of the existing models of voluntary turnover 
intention as a basis for undertaking the current study, rather than seeking to 
reinvent the wheel by developing a fresh set of questions to cover this 
variable.
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Given the choice between the three competing schools of study (South 
Carolina, Iowa and Oregon) it is possible to construct an argument in favour of 
any one of them. However, Price (2001) provides a particularly attractive 
account of Kim et ai’s (1996) study. This includes a simple set of 4 questions 
which, between them, appear to capture the degree to which the respondent 
intends to stay or quit, regardless of the precise antecedents or influencing 
factors. This would serve the current purpose very well indeed, as it seeks 
exactly the required information at an appropriate level of detail, with a 
relatively small number of four (4) questions and a Likert-scale response 
format.
2.5.3 Pub lic  se rv ice  ethos
Evidence suggests that there is a distinctive characteristic which makes public 
sector workers “different” from private sector workers. The extent of the 
differences probably varies depending upon one’s position in the hierarchy 
and the degree to which the specific job role requires the post-holder to be 
involved in “modernising” public services. However, despite numerous 
changes in ways of working which have occurred in recent decades, the 
underlying ethos that tends to lead people to seek a job in the public sector, or 
the mind set that they will apply to their work, appears to be relatively 
unaltered.
Studies of the factors that tend to attract staff to work in the public sector in 
the first place, and which effectively make public sector workers ‘different’, 
may be traced back at least as far as the 1970s (Hall 1972; De Alessi, 1974; 
Rainey, 1977; Bellante and Link, 1981; Long, 1982; Utgoff, 1983). However, 
much of the literature of specific interest in the context of the current study 
originates from 1990 onwards.
Again, most of the literature on this topic originates from North America (Perry 
and Wise, 1990; Perry, 1996, 1997, 2000; Perry et al, 2006; Lyons et al, 2006; 
Moynihan and Pandey, 2007; Pandey et al, 2008; Grant, 2007, 2008; Grant et 
al, 2007; Park and Rainey, 2008), although more recent literature can also be
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found originating from UK, European and Australian sources (Pratchett and 
Wingfield, 1996; Steijn, 2004, 2008; Vandenabeele, 2008, Vandenabeele et 
al, 2006; Taylor, 2008).
The lack of common terminology and definitions produces difficulties in 
making precise comparisons between the different schools of thought. The 
literature originating in the UK (principally Pratchett and Wingfield, 1996) 
tends to use the term “public service ethos” . The literature originating from , 
North America (primarily Perry and Wise, 1990) and also that from much of 
the rest of the world (Steijn, 2004, 2008; Taylor, 2008) tends to use the term 
“public service motivation”. The French equivalent is “the ethic of common 
interest” (Chanlat, 2003, cited in Vandenabeele, 2008).
The situation is further complicated by attempts from the mid-1970s onwards 
to introduce more commercial-style rigour into public services, referred to as 
‘New Public Management1 (Ferlie et al, 1996). This is particularly prevalent in 
North America, the UK, and throughout the English-speaking world, but less 
evident in parts of Europe where ‘Traditional Public Administration’ still 
persists (Bevir et al, 2003).
No clear set of questions from a pre-existing questionnaire which would 
adequately capture the concept of public service ethos in the UK context 
could be found. The analysis which appeared to come closest to describing 
the situation under investigation for the current study arose from Pratchett and 
Wingfield (1996) with five core characteristics relating to accountability, 
bureaucratic behaviour, public interest, motivation and loyalty. This was used 
as the basis for five (5) questions in the pilot study questionnaire, but this 
proved unsatisfactory, as there did not appear to be any real difference 
between public sector workers and private sector workers in their responses 
to these questions. Subsequently, a new set of five (5) questions was 
generated, via a Q-sort exercise, based upon Lyons et al (2006) for use in the 
field study questionnaire. For reasons of consistency and ease of analysis, 
these questions were provided with a Likert-style response format.
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2.5.4 Key issues
The investigation into the inter-relationships between job satisfaction, 
voluntary turnover intention and public service ethos in the UK public sector 
clearly has a rich antecedence of relevant literature. The task for the 
researcher was now to draw together the various strands into a more precise 
statement of the research questions to be investigated, and this will be 
described in the next section.
2.6 Research Q uestions
From the literature reviewed in this chapter it is evident that there is a 
relationship between the level of job satisfaction and the strength of an 
individual’s intention to either remain with the current employer or to move on, 
yet this correlation is not always very strong, and a range of intervening 
factors can arise to interfere with employees’ plans and intentions. Some of 
these variables are within the control of the employing organisation, but many 
are not. The concept of public service ethos (sometimes referred to as “public 
service motivation” or “the ethic of common interest”) appears to be well 
established, although there are varying interpretations regarding its 
constituents and its current strength, bearing in mind a quarter of a century or 
more of public sector reform.
Price’s (2001) model suggests that a range of non-work-specific factors can 
directly affect voluntary turnover. These include the availability of appropriate 
alternative employment opportunities locally, the existence or otherwise of 
family ties and obligations - referred to by Price (2001) as “kinship 
responsibility” -  and the degree of general training which is readily 
transferable between employers. Separately from these exist a range of 
factors which are associated with the job and/or the individual which will tend 
to work together to determine the level of job satisfaction - these bear some 
similarities to the job satisfaction variables identified by Spector (1997) among 
others. Price’s (2001) factors which contribute to job satisfaction are listed as 
job involvement, positive/negative affectivity, autonomy, distributive justice, 
stress, pay, promotion opportunities, routinization and social support. 
However, some of these are problematic to identify and measure with any
99
degree of certainty. It should also be noted that some of the concepts are 
multi-faceted, for example “social support” is a combination of supervisory 
support, peer group support and kinship support. It is argued that there is no 
direct causal link between job satisfaction and organizational commitment. 
However, some of the factors that lead to job satisfaction can also lead 
independently to organisational commitment, and it is the interaction between 
these two separate endogenous factors that will tend to contribute to the 
decision on whether or not to search for alternative employment.
Public service ethos -  the elusive quality that makes people who choose to 
work for the government ‘different’ from those who choose to work in the 
private sector -  appears to have become far more difficult to identify following 
waves of public sector reforms from the mid-1970s onwards. The contrast 
between ‘New Public Management’ (Ferlie et al, 1996) and ‘Traditional Public 
Administration’ (Bevir et al, 2003) indicates that the strength of this concept, 
and hence the ability to identify and measure its characteristics, will vary from 
country to country depending upon the extent to which reforms have taken 
place. In the United Kingdom, the extensive implementation of New Public 
Management indicates that public service ethos might well be very 
challenging to identify indeed. The most authoritative UK-based study on this 
topic (Pratchett and Wingfield, 1996) lists five core characteristics that were
identified in the mid-1990s, i.e. more than a decade before the current study
was carried out. However, a later Canadian study (Lyons et al, 2006) could 
also be perceived as containing some helpful indicators -  it has the advantage 
of being far more recent, and hence arguably more relevant to the current 
situation. On the debit side, the mere fact that it is not UK-based and
therefore does not reflect the UK experience might be seen as diluting its
relevance in the UK context.
Bearing in mind the issues explored in this review of a selection of the 
literature on the topic, the current study will explore the attitudes and 
expectations concerning job satisfaction and turnover intention of a 
representative sample of the workforce in a medium-to-large-scale UK public 
sector organisation, with a view to identifying relevant aspects of public
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service ethos and attempting to measure the extent to which public service 
ethos (if it exists) influences the relationship between job satisfaction and 
voluntary turnover intention (intention to stay).
This study was devised to seek answers to the following questions:
Research question 1. Is there a relationship between the level of job 
satisfaction and voluntary turnover intention (intention to stay)?
Research question 2. Is there a relationship between the level of job 
satisfaction and the level of public service ethos?
Research question 3. Is there a relationship between voluntary turnover 
intention (intention to stay) and public service ethos?
Research question 4. Does public service ethos have an influence on the 
relationship between the level of job satisfaction and voluntary turnover 
intention (intention to stay)?
In the process of exploring and addressing these four key questions it was 
anticipated that further information of interest might be identified. This would 
include issues related to demographic differences, such as age, gender, type 
of employment contract, and length of service.
2.7 Chapter Summary
In this chapter, literature relating to a range of relevant issues has been 
explored. This review started with basic theories of motivation dating from the 
mid 20th century and progressed to some of the early 21st century applications 
identified in the USA and elsewhere.
Subsequently, the work on job satisfaction and job design which emerged 
from the 1960s onwards was explored, examining possible links with job 
context, job content, and a range of other factors relating to, amongst others, 
age, gender, and length of service.
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Building on this, issues relating to staff retention and voluntary turnover 
intention were discussed, with attendant links to recruitment, reward, 
performance management, human resource development and the 
psychological contract.
Finally, the specific circumstances of public sector employees in general, and 
mangers in particular, were explored, bearing in mind that both the content 
and the context of the work, and the pressures of the job, tend to be subtly 
different from the situation which applies in the private sector. The entire 
concept of public service ethos was studied, leading to a conclusion that 
despite a certain amount of erosion from the late 1970s / early 1980s 
onwards, there still appears to be a definitive public service ethos in existence 
in the early 21st century.
The chapter ends with a clear statement of the research questions, which 
seek to explore the relationships between the key variables, together with an 
outline of the approach to the research which will be operationalised in the 
coming chapters.
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C h a p t e r  3 . M e th o d o lo g y
3.1 Introduction
This chapter describes the steps taken to operationalise the research study. 
According to Sekaran (2003), research in the context of business and 
management in general, and in the Human Resource / Organisational 
Behaviour sphere in particular, is an organised, systematic, critical, objective, 
scientific enquiry or investigation. The objective is to explore a specific 
problem or issue of interest, with the intention of finding answers or solutions, 
or at least a greater understanding of the situation.
3.2 The purpose of this study
This study was intended to investigate the concept of public service ethos in 
the 21st century, in order to explore whether or not it still existed, and to 
examine possible relationships between the ethos and the views of public 
servants in terms of job satisfaction and voluntary turnover intention (intention 
to stay). Although much has been written about public service ethos and the 
motivations of public sector workers, the evidence is somewhat contradictory, 
and it was considered necessary to investigate the precise meaning of the 
concept in the context of the organisation under investigation before 
progressing further. Having obtained some relevant data, it was intended to 
then go on and explore relationships between the three concepts (job 
satisfaction, voluntary turnover intention and public service ethos) objectively 
in order to identify any patterns or trends which might emerge.
3.3 Research approaches
Considerable thought was given to the research approach to be adopted. In 
general terms, research methods can be either qualitative or quantitative, and 
inevitably the method selected will impact upon the structure of the 
investigation and the subsequent report.
Numerous authors have attempted to summarize the differences between 
quantitative and qualitative research approaches, but perhaps the most
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accessible comparison is provided by Patton (2002, pp.20-21) in the following 
lines:
“Quantitative measures are succinct; parsimonious, and easily aggregated for 
analysis; quantitative data are systematic, standardized, and easily presented 
in a short space. By contrast, the qualitative findings are longer, more 
detailed, and variable in content; analysis is difficult because responses are 
neither systematic nor standardized. Yet the open-ended responses permit 
one to understand the world as seen by the respondents. The purpose of 
gathering responses to open-ended questions is to enable the researcher to 
understand and capture the points of view of other people without 
predetermining those points of view through prior selection of questionnaire 
categories”
This suggests that there is a place for both approaches in a well-rounded 
study as long as the differences and distinctions between the two approaches 
are understood and respected.
Sekaran (2003) sums up the differences between the two approaches as 
follows:
Table 3.1: Quantitative and Qualitative research approaches summarized
Quantitative research Qualitative research
Depends on familiarization with real life Concentrated attention on a limited 
number of variables
Involves research for significant themes Involves search for the significance of 
relative portions
Results in holistic understanding of the 
situation
Attempts to understand the structure / 
interrelation of situational factors
Abstract, repeated single observations, 
large samples
Seeks to develop knowledge by linking 
people’s accounts to theory.
Source: adapted from Sekaran, 2003
Essentially, the logical positivist or quantitative approach is based upon the 
use of quantitative measures and experimental methods to test hypothetical 
concepts (Hoepfl, 1997). Data obtained by quantitative means must be 
interpreted and analyzed by adopting appropriate quantitative tools, including
104
graphs, charts, tables and statistical calculations to produce appropriate 
results (Saunders et al, 2007).
According to Patton (2002, p. 14) “Qualitative methods facilitate study of 
issues in depth and detail. Approaching fieldwork without being constrained 
by predetermined categories of analysis contributes to the depth, openness 
and detail of qualitative enquiry. Quantitative methods, on the other hand, 
require the use of standardized measures so that the varying perspectives 
and experiences of people can be fit (sic) into a limited number of 
predetermined response categories to which numbers are assigned.”
Effectively, qualitative methods can be seen as “an array of interpretive 
techniques which seek to describe, decode, translate and otherwise come to 
terms with the meaning, not the frequency, of certain more or less naturally 
occurring phenomena in the social world” (Van Maanen, 1983, p.9). The way 
in which qualitative data might be obtained and subsequently analyzed has 
implications for researchers. Unlike quantitative data, it is not possible to 
collect qualitative data in a standardized way, and still be able to capture its 
richness and fullness (Saunders et al, 2007). Also, qualitative data is more 
difficult to analyze once it has been collected as it involves such a wide range 
of approaches, and tools which contain written and oral data, and the human 
element is inevitably involved in this. For example critical incident techniques 
or semi-structured interviews will involve all the problems associated with 
imperfect recall, and interviews will be influenced by interpersonal interaction 
between interviewer and interviewee.
Bryman (2008) describes quantitative and qualitative approaches as resting 
on “divergent paradigms”. Effectively, quantitative research is designed to 
collect facts and to study the relationship between sets of facts, whereas 
qualitative research is intended to understand individuals’ perceptions of the 
world (Bell, 2005). Bryman and Bell (2003, p.482) describe the two 
approaches as being compatible, and state that “multi-strategy research 
becomes both feasible and desirable”.
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Remenyi et al (1998) explain simply that quantitative research deals with 
items that can be counted, often with statistical manipulation of numbers 
based on raw data to produce summarized results. Quantitative research 
might be described as being objective, and focusing on measuring one or 
more phenomena, involving the collection of data and subsequently analyzing 
it using statistics. However, this entire process is dependent upon the ability 
of the researcher to measure the phenomena under investigation and to use 
statistics to analyze the raw data. In other words, it is necessary to identify 
and quantify what is being investigated extremely precisely, and then to apply 
the correct analytical tools in the right way.
The qualitative approach to research is necessarily far more subjective, and it 
depends on collecting, studying and analyzing perceptions in order to reach 
an understanding of the truth as seen by those involved in the situation. To a 
great extent, this is the depth and meaning underlying what people say, rather 
than the number of people actually saying it or the number of times it is 
actually said (Patton, 2002).
Bearing in mind the differences between, and, arguably, the synergy of the 
two research approaches, it was considered that there would be scope to 
adopt both approaches as complementary aspects of the same study. 
“Because qualitative and quantitative methods involve differing strengths and 
weaknesses, they constitute alternative, but not mutually exclusive, strategies 
for research. Both qualitative and quantitative data can be selected in the 
same study” (Patton, 2002, p.14).
The study took place in two phases -  a preliminary qualitative phase and a 
subsequent quantitative phase. Overall, the intention was to explore the 
concept of public service ethos to determine its key constituents and 
essentially to determine if such a concept still existed in the early 21st century. 
Building upon this, and assuming that such a concept did indeed still exist, the 
intention was to analyse the relationship between job satisfaction, voluntary 
turnover intention and public service ethos.
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3.4 The philosophy informing this research
This section addresses the position and justification of the philosophy 
informing the current research study, with specific reference to the approach 
adopted and the potential conflicts which may arise from this.
3.4.1 Mixed methods
Tashakkori and Cresweli (2007) point out that any study which incorporates 
both quantitative and qualitative sub-studies will tend to be described as a 
‘mixed methods’ project. However, the precise relationship between the two 
(or more) sub-studies is an immediate cause for inconsistencies and 
disagreements. They found it helpful to distinguish between, on the one 
hand, viewing mixed methods as the collection and analysis of two types of 
data (i.e. ‘methods’), and alternatively viewing it as the integration of two 
different approaches to research (i.e. ‘methodology’). They note that this is a 
broad area of study, and for the purposes of analysis they define mixed 
methods research as “research in which the investigator collects and analyzes 
data, integrates the findings, and draws inferences using both qualitative and 
quantitative approaches or methods in a single study or a programme of 
inquiry” (Tashakkori and Cresweli, 2007, p. 4).
Similarly, Johnson et al (2007, p. 123) define the approach thus: “mixed
methods research is the type of research in which a researcher or team of 
researchers combines elements of qualitative and quantitative research 
approaches (e.g. use of qualitative and quantitative viewpoints, data 
collection, analysis, inference techniques) for the broad purposes of breadth 
and depth of understanding and corroboration.”
Johnson et al (2007, p. 112) argue that mixed methods research is “one of the 
three major 'research paradigms’ (quantitative research, qualitative research 
and mixed methods research)”. They describe a long historical tradition, citing 
at one extreme Plato (quantitative) and at the other extreme the Sophists 
(qualitative), with mixed methods approaches occupying a philosophically 
pragmatic middle ground. They describe it as an approach which considers
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“multiple viewpoints, perspectives, positions and standpoints” (Johnson et al, 
2007, p.113). It should of course be acknowledged that the term ‘mixed 
methods’ encapsulates a range of approaches as shown in figure 3.1 below:
Figure 3.1: Graphic of the three major research paradigms, including subtypes of 
mixed methods research
Mixed Methods 
Broadly Speaking
Pure
qualitative
Qualitative
mixed
"Pure”
mixed
Quantitative
mixed
Pure
quantitative
Qualitative
dominant
Equal status Quantitative
dominant
Source: Johnson etal (2007, p. 124)
Schulenberg (2007) describes the conceptual issues associated with 
conducting mixed methods research. She points out that there are different 
epistemological and ontological assumptions underlying monomethod 
approaches that employ either quantitative or qualitative methods alone. The 
assumptions of how reality might be defined (ontology), the acceptance of 
how knowledge is derived (epistemology) and how that reality comes to be 
understood (methodology) will vary between the two approaches.
Expressed simply, quantitative research is closely linked to the post- 
positivistic approach which sees reality as being composed of concrete, 
observable events governed by strict laws which determine outcomes and 
events. On the other hand qualitative research is linked to the constructivist 
approach which recognises different realities, as perceived by individuals or 
‘social actors’ attempting to make sense of the world as they see it. A 
pragmatic mixed-methods approach seeks a middle path between these two 
extremes, and seeks to use both quantitative and qualitative approaches in a 
single research project. It is, effectively, a philosophy of science rather than a 
method of research per se, as it “embraces plurality of method and multiple 
method philosophies” (Maxcy, 2003, p.52, cited in Schulenberg, 2007, p.101).
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Thus, the current study seeks to combine the strengths of both approaches in 
order to achieve a more precise understanding of the forces at work in the 
specific situation under examination.
3.4.1.2 Potential conflicts
Inevitably, there are potential conflicts associated with the mixed methods 
approach, and these were borne in mind as the study progressed.
Mixed-methods research design is described by Shulenberg (2007) as a form 
of scholarly deviance. Is the research confirmatory (intended to verify theory) 
or exploratory (intended to generate theory)? Different approaches give rise 
to different criteria of validity.
Crump and Logan (2008) describe a framework for mixed methods. They cite 
work by Greene et al (1989) to develop a conceptual framework describing 
how mixed methods evaluation might be employed to good effect. The five 
purposes are described in table 3.2 below.
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Table 3.2: Greene et a l’s  conceptual framework fo r the use o f mixed method evaluation
Purpose Description Notes
Triangulation Intentional use of more than one method 
to collect and analyse data to seek 
convergence and corroboration, and also 
to counteract the inherent biases arising 
from each method.
Triangulation comes from 
using the different 
methods independently 
and simultaneously.
Complementarity Use of the results from one method to 
elaborate, enhance, illustrate and clarify 
the results from the other method. 
Effectively, quantitative and qualitative 
results measure phenomena which are 
different but which overlap.
Each method must be 
implemented 
simultaneously and 
interactively.
Development The results from one method are used to 
help develop and inform the other, to 
measure the same phenomena.
Each method is used in 
sequence.
Initiation Seeking new perspectives, contradictions 
and paradoxes in order to discover why 
differences exist.
This requires an iterative 
approach.
Expansion The use of different methods for different 
components of the enquiry to extend both 
the range and breadth of the 
investigation.
Source: adapted from Crump and Logan (2008)
For the purposes of the current study, the approach is essentially one of 
development, in which the results from the interviews are used to develop the 
questionnaire intended to investigate the same phenomenon. However, 
almost inevitably, the interview transcripts provide a wealth of data which 
might be employed to serve one or more of the alternative purposes, 
particularly triangulation and complementarity.
Morgan (2007) describes a pragmatic approach to research methodology in 
the social sciences which is summarised in table 3.3 below:
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Table 3.3: Morgan’s pragmatic alternative to the key issues in social science research 
methodology
Qualitative
approach
Quantitative
approach
Pragmatic
approach
Connection of theory and data Induction Deduction Abduction
Relationship to research process Subjectivity Objectivity Intersubjectivity
Inference from data Context Generality Transferability
Source: Morgan (2007, p. 71)
Effectively, according to Morgan (2007), the pragmatic approach relies upon 
abductive reasoning, which combines both inductive and deductive reasoning 
by moving back and forth between the two. There is also the need for an 
intersubjective approach to frames of reference, acknowledging that in the 
real world neither ‘complete objectivity’ nor ‘complete subjectivity’ (however 
that might be defined) exist for all practical purposes. The concept of 
transferability addresses the question of the extent to which the findings from 
one study might be applicable elsewhere, rather than being constrained in 
terms of either context or generality. It is necessary to form a judgement 
regarding the extent to which the findings from one study in a particular 
context might be applicable to another situation, rather than simply relying 
upon abstract arguments. The key to this is to ask how far existing knowledge 
might be applied in new circumstances, as well as the reasons to support 
such an assertion.
There is still value in retaining the pure qualitative (inductive, subjective and 
contextually-bound) and quantitative (deductive, objective and generalizing) 
approaches, and the distinctions between them, but the value of combining 
the two where appropriate should not be overlooked (Morgan, 2007).
Greene et al (1989) found that out of 57 mixed-methods articles examined, 
44% did not integrate their quantitative and qualitative findings. Bryman 
(2007) comments upon this, and cautions against the tendency for 
quantitative and qualitative findings to remain un-integrated, or to be 
integrated only to a limited extent; he describes a series of nine possible
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barriers to the integration of mixed-methods research in published studies, as 
shown in table 3.4 below:
Table 3.4: Bryman’s 9 barriers to integrating quantitative and qualitative research
Barriers Problems
Different audiences Researchers can find themselves writing up their results for different 
audiences, and tend to play down, or possibly exclude altogether, 
the findings which do not comply with the perceived expectations of 
the audience.
Methodological
preferences
A predilection towards either quantitative or qualitative approaches 
on the part of the researcher, possibly based on early experiences, 
can restrict the extent to which the two sets of findings are 
combined.
Structure of 
research projects
The initial design of a study can sometimes provide dominance for 
either the quantitative side or the qualitative side of the study in the 
way in which it is conceived and orientated, and this in turn can lead 
to difficulties in integrating the findings subsequently.
Role of timeliness Quantitative approaches tend to permit faster gathering and 
analysis of data once the research instrument has been devised, 
and this might lead to a mass of qualitative materia! being neglected 
simply due to time pressures.
Skill specialisms The use of teams of researchers to ensure a balance of skills and 
approaches on a research project can be very helpful in overcoming 
some of the barriers, but the opposite effect can also apply in some 
cases. Roles and responsibilities can become compartmentalized, 
thus making the integration of findings harder instead of easier.
Nature of data If one set of data proves to be more interesting than another, this 
might result in the interesting material being optimized to the 
detriment of the alternative, depending upon the methodological 
background of the researcher(s) concerned.
Bridging
ontological divides
It is possible for quantitative data to point in one direction 
objectively, but for subjective qualitative data to either indicate the 
opposite or else indicate nothing at all.
Publication issues Some academic journals are reputed to have either a quantitative or 
a qualitative methodological bias. Thus researchers may be 
tempted to inhibit any attempt at integration in order to appeal more 
to the journal editors.
Problem of 
exemplars
The relative shortage of 'good examples’ of mixed methods 
research in the published literature tends to inhibit new researchers 
from adopting a fully integrated mixed methods approach 
themselves.
Source: adapted from Bryman (2007)
The clear inference from this taxonomy is that mixed methods research is not 
uncommon. However, at various stages between initial conception and
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eventual publication one of the methods tends to rise to dominance and thus 
the initial intention becomes skewed as the study progresses.
Further words of warning come from Bernardi et al (2007), Teddlie and Yu 
(2007) and Bryman et al (2008).
Bernardi et al (2007) opine that there are two key challenges faced by 
researchers in using mixed methods studies in comparative research designs.
• Qualitative research often uses single case studies and rarely exhausts 
its comparative potential
• Merging quantitative and qualitative procedures tends to be both 
resource intensive and time-intensive
Teddlie and Yu (2007) draw attention to the need to select a suitably 
representative sample for a mixed methods approach which spans the 
spectrum of probability sampling required for the quantitative approach and 
purposive sampling required for the qualitative approach.
Bryman et al (2008) note that where a combination of quantitative and 
qualitative criteria is adopted, different criteria tend to be employed for the 
quantitative and qualitative components of the study. This can, potentially, 
lead to ‘patchy’ or ‘lopsided’ analysis.
3.4.2 The case study approach
Saunders et al (2007. p. 139) cite Robson (2002, p. 178) in defining a case 
study as “a strategy for doing research which involves an empirical 
investigation of a particular contemporary phenomenon within its real life 
context using multiple sources of evidence”. They go on to suggest that a 
case study strategy can permit a more rich understanding of the context of the 
research than some other approaches.
Yin (2003) similarly refers to the importance of context, and adds that there 
can be a dilution of the boundaries between the phenomenon under 
investigation and the context within which the study is taking place. He
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differentiates between single-case designs and multiple-case designs, and 
equates a single-case study to a single experiment. Effectively, Yin (2003) 
proposes that there are five key rationales for adopting a single case 
approach:
• As a critical case which can be used to test a theory and perhaps 
advance a specific line of study.
• As an extreme or unique case to illustrate unusual phenomena
• As a representative or typical case, illustrating a typical or 
commonplace situation.
• As a revelatory case, providing access to hitherto unrevealed 
information
• As a longitudinal case, studied repeatedly on two or more occasions.
In the present study centred upon VWHDC, the third rationale applies, with a 
typically representative local government organisation being adopted as a 
proxy for many similar bodies throughout Great Britain, or at the very least the 
relatively rural elements of southeast England.
It should be added that, in the situation of the current study, a holistic single 
case study approach was adopted focusing on one particular ‘typical’ local 
authority organisation, in large part as a matter of convenience, as other, 
alternative, avenues of exploration became blocked. However, the view was 
adopted that this potential weakness of the study also provided significant 
advantages as well, in that it would become possible to adopt a deeper and 
more thorough exploration of the views and feelings of the staff concerned.
In a social research setting, there are effectively three different approaches 
that might be adopted for qualitative research: phenomenological,
ethnographic and case study. In this particular context, the concepts were 
being studied in a single organisation (VWHDC), and hence the approach 
might be described as being a case-study approach. This is an examination 
of a phenomenon of interest in a single instance, with data collected by the 
researcher through a range of approaches, leading to an eventual conclusion. 
The alternative approaches -  phenomenology and ethnography -  require a
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far more in-depth immersion in the organisation or community under 
investigation, and time constraints did not permit this.
3.4.3 The research philosophy in action
Having provided this overview of the research approach, this chapter goes on 
to describe the methodology underlying the two phases of the study.
3.5 Ethical issues
It should be noted that prior to embarking upon this study, formal ethical 
approval was obtained from the University of Surrey’s ethical committee, and 
assurances were given concerning the approach to be adopted both in the 
university and in the organisation under investigation.
It is a general principle of research that ethical considerations should be borne 
in mind at every stage (Saunders et al, 2007). The concept of “informed 
consent” is important, with participants being fully aware of the topic of the 
study and being given the opportunity to ask questions, to feel suitably 
relaxed, and comfortable with both the concept and the actuality of the 
research study.
As a matter of principle, no study should cause embarrassment or anxiety to 
the participants; the point that participation is purely voluntary is also very 
important, so that participants know that they can decline to participate and 
they can withdraw at any time if they wish to do so.
The university ethical approval may be seen at Appendix 4 (p.385), and the 
assurances given to the respondents can be seen in Appendix 5 (p.387).
3.6 Phase 1: Qualitative study
The first phase of this study was to gather information from representative 
members of staff concerning how they felt about various aspects of their jobs 
and their work in general. These interviews would have a particular interest in 
identifying what made them apply for, and subsequently remain in, public
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sector employment. There would be a limited series of one-to-one semi­
structured interviews, in a setting that would lead to a high level of interviewee 
participation and which would also make it possible to ask probing questions 
in order to seek clarification as required and to draw out additional 
contributions in areas of particular interest as the interviews progressed. 
Interviews can serve as a valuable source of information in a case study 
investigation. Yin (2003) describes three different approaches to interviewing 
in case studies:
• open-ended questions, seeking both facts and opinions in a relatively 
unstructured, conversational manner
• focused interview, still relatively open-ended and conversational, but 
based upon questions in a case-study protocol,
• formal, structured survey interview, with specific questions.
The current study adopted the second approach, with a pre-prepared protocol 
covering key aspects believed to be of relevance, and respondents being 
encouraged to talk around these areas.
It should always be borne in mind that any interview should be considered to 
be, at best, a verbal report, and as such at risk of bias, as well as imperfect 
recall and poor articulation (Yin, 2003).
3.6.1 Pilot study, reliability and validity
Ideally, a pilot study should be carried out before each stage of data collection 
in order to detect and correct any aspects of the approach which might be 
found to be wanting. However, with the interviews it was not considered 
practicable to do this for operational reasons, and in any case there was no 
preconceived notion of what results the interviews might produce due to their 
essentially exploratory nature.
Regardless of the research approach to be adopted, reliability and validity are 
essential requirements.
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“Reliability” is perhaps easier to test with a quantitative study. It is related to 
the “consistency of the measure” (Bryman, 2008), or the degree to which 
similar results might be obtained on different occasions, or quite simply “an 
indication of the stability and consistency with which the instrument measures 
the concept and helps to assess the igoodness’ of the measure” (Sekaran, 
2003, p.203).
"Validity” is defined as “evidence that the instrument, technique, or process 
used to measure a concept does indeed measure the intended concept 
(Sekaran, 2003, p.425). Similarly Bryman (2008, p.32) describes validity as 
being “concerned with the integrity of the conclusions that are generated from 
a piece of research”.
Sekaran (2003) goes on to list three different types of validity:
• Criterion-related validity: established when individuals are
differentiated on criteria which are expected to be predicted.
• Construct validity: the extent to which the results that are obtained fit
with the theoretical basis around which they are designed.
• Content validity: the degree to which the research instrument
measures the concept under investigation.
Both these aspects -  reliability and validity - are rather problematic with 
qualitative research. In order to achieve as much validity as possible in the 
absence of a pilot study, the researcher discussed the approach and the 
question areas with a senior colleague (an experienced researcher) at some 
length in an attempt to identify and eliminate any aspects that were clearly not 
a good fit with the concepts under investigation. Effectively, in a qualitative 
study the researcher is the research instrument; this means that the skill, 
competence and rigour exhibited by the interviewer will be of crucial 
importance in determining the credibility of the approach (Patton, 2002).
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3.6.2 Bias
The very nature of individual one-to-one face-to-face interviews makes it 
almost impossible for the interviewer to remain totally objective and 
impersonal. Sekaran (2003) identifies four main aspects or areas of bias 
which can occur in an interview situation:
• Associated interviewer bias: Verbal or non-verbal cues can easily be 
provided by tone of voice or body language whilst carrying out the 
interview, leading the interviewer to detect responses which might or 
might not be intended by the interviewee.
• interviewee bias: responses provided by the interviewee in line with 
his or her own perceptions of what the interviewer is seeking to 
discover.
• Situational bias: a situation in which some of the prospective 
respondents decide not to participate for various reasons, possibly 
suspecting a hidden agenda, leaving only the willing volunteers to be 
interviewed, and these might not be entirely representative of the wider 
population.
• Interview venue bias: if the participants are not comfortable with the 
venue they might not be entirely open and honest in their answers.
These potential bias factors can be seriously detrimental to the successful 
outcome of a study, so it was necessary to take steps to eliminate them, or at 
least to minimize them.
• The researcher carried out a number of visits to the VHWDC offices 
over a period of several months prior to the interviews, in an attempt to 
see and be seen, and to become familiar with the organisational 
culture.
• The interviewees were all volunteers, but they were selected using a 
stratified sampling method in order to ensure a reasonably even and 
representative spread, and advice was sought from a senior member of
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staff at VWHDC regarding perceptions of who would be “a good person 
to talk to”.
• The interviewer adopted the organization’s dress code, in order not to 
appear very “different” from the interviewees.
• The interview venues were chosen with regard to individual 
sensitivities, and several different rooms were used for the interviews 
depending upon individual preferences.
• All the interviews were recorded using a digital electronic recording 
device, and copies of the subsequent verbatim transcripts were e- 
mailed to the respondents a few days later to enable them to check and 
request amendments in case the words on the printed page did not 
quite match what they thought they had said.
3.6.3 Research design
The qualitative phase of the study was carried out using face to face 
interviews and semi-structured questions. This approach was selected for six 
key reasons.
• Lack of clarity about the concepts under investigation. It was
evident that the researcher needed some information concerning the 
concept of ‘public service ethos’. However, the meaning of such a 
concept, and indeed its very existence, needed to be clarified, and 
speaking directly to some of the employees was felt to be the best way 
to do this.
• Sensitivity. Asking people how they feel about their jobs, and why 
they do them, can be a rather delicate issue, and this is generally better 
handled face-to-face than by written means or via one of the electronic 
media such as telephone or e-mail.
• Time constraints. The organisation was experiencing a period of 
heavy workload, and the researcher needed to obtain some data as 
quickly as possible in order to finalize the questionnaire for the 
quantitative stage of the study. It was felt that visiting the organisation 
and talking to a representative sample of employees in an appropriate
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manner would be the most time-efficient way of obtaining the 
necessary answers.
• Clarity of understanding. Due to the subtleties of the concepts under 
investigation it was not evident in advance whether the questions would 
be readily understood by all of the employees in exactly the same way. 
The immediate presence of the researcher would make it possible to 
explain or re-phrase questions as appropriate in order to ensure a good 
level of understanding.
• Cultural empathy. The researcher has a public service background, 
having worked for the National Health Service for over 20 years before 
entering a career in education. It was perceived that such a history 
would enable him to build up rapport and understanding with the 
respondents quickly, and hence achieve a high degree of confidence 
and openness.
• Opportunity to ask follow-up questions. With a relatively open- 
ended enquiry of this nature it was not possible to specify in advance a 
particular set of questions that would cover all eventualities. The 
flexibility that comes with the interview approach proved extremely 
valuable in permitting subsequent questions for clarification and 
additional information.
3.6.4 Data collection.
There are two basic types of data: secondary data and primary data.
Secondary data comes from sources that have already been published and 
that are, therefore, more or less readily available at little or no cost to the 
researcher. The research task is to attempt to extract the relevant information 
and link it to the current study. This, effectively, has been accomplished by 
the review of relevant literature in chapter 2, which has helped to shape the 
line of enquiry described in the current chapter.
Primary data is collected for the specific purpose of the study currently 
underway, and although it can be relatively costly and time-consuming to
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gather in comparison to secondary data, it can be much more specifically and 
directly related to the subject under investigation.
A purposeful sampling approach (Patton, 2002) was adopted, whereby both 
the case study organization and the individual respondents were selected as 
they were considered to be “information rich” and illuminative. In this context, 
the key objective is to gain insight, rather than to attempt to make 
generalizations empirically from the sample to the wider population.
In the current situation, it was known that the staff headcount of the 
organisation consisted of 300, across a range of grades. Crude data were 
available to enable the staff to be analyzed by age, gender, type of 
employment, grading band and time with current employer, as shown in the 
following table (N.B. the figures, all supplied by VWHDC, do not all add up to 
precisely 300 due to the imperfections in the organization’s data collection 
system):
Table 3.5: Analysis of VWHDC staff by age, gender, type of employment, grading band 
and time with current employer, 2008
Age 18-29 
n = 39
30-39 
n = 69
40-49 
n = 78
50+
n = 108
Gender Male 
n = 124
Female 
n = 172
Type of 
employment
Temporary/ 
fixed term 
n = 31
Permanent 
full-time 
n = 179
Permanent 
part-time 
n = 85
Grading band 1-3
n = 58
4-6
n = 135
7-10 
n = 75
11-14 
n = 6
15+ 
n = 22
Time with current 
employer
<1 year 
n = 38
1-4 years 
n = 96
5-9 years 
n = 78
10+ years 
n = 85
Source: VWHDC
This suggests that a typical VWHDC employee was aged over 40, could be 
either male or female, probably with a permanent full-time contract, on a low- 
to-middle grading scale and had been employed by the same employer for a 
number of years.
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Attempting to segment this breakdown into a representative set of four 
employees to be interviewed in a single day, the following series of steps was 
followed:
• Call for volunteers. In total 23 employees expressed willingness to 
participate in the interviews.
• These were sifted in order to identify four “typically representative” 
interviewees in terms of the analysis described above. As a 
precautionary measure, additional names were added to the schedule 
as “reserves” and “second reserves” in case any problems should arise 
which might make the initial choice impracticable.
• The names of the four selected interviewees were then shared with a 
senior member of staff of VWHDC to check on their availability and 
also to seek an insider’s opinion on whether each of the volunteers was 
likely to prove to be a typically representative employee under interview 
conditions. It was felt that one of the first-choice names would be 
unsuitable, and one of the “first reserve” candidates was slotted into his 
place instead.
• The four interviewees were then contacted, invited to be interviewed on 
a specific date (22 October), and appropriate rooming was arranged.
A summary of the profiles of the four selected interviewees is shown in the 
table below:
Table 3.6: Analysis of the four VWHDC staff interviewees by age, gender, type of 
employment, grading band and time with current employer:
Respondent Age Gender Type of 
employment
Grading
band
Time with 
current employer
A 50+ Female Full-time 11+ 5-9 years
B 40-49 Female Fixed-term 1-3 < 1year
C 50+ Male Full-time 4-6 5-9 years
D 40-49 Male Full-time 7-10 5-9 years
Source: this study
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It was felt that this would provide a good cross-section of the staff, who could 
be considered to be typically representative in their experiences and attitudes.
3.6.4.1 The data collection exercise.
In advance of the interviews a research interview protocol was drafted to act 
as guidance notes for the interviewer in carrying out the interviews. This can 
be seen in Appendix 6 (p.389).
Four study areas for discussion were identified by the researcher, and these 
served as a series of prompts to enable the flow of conversation to proceed to 
optimum effect during the course of the interviews. The four study areas 
were:
• The meaning of public service
• Views of society
• Relations with the public sector
• Job satisfaction and organizational commitment.
Each interview lasted approximately 30 to 45 minutes. The shortest was 33 
minutes and the longest was 43 minutes.
As a precaution, two separate digital recording devices were used for each 
interview, to guard against the risk of possible equipment malfunction and to 
ensure that valuable data would not be lost irretrievably. The essential 
intention was to gather empirical evidence by semi-structured interview based 
on the key themes that had emerged from the literature set out in chapter 2.
There was an element of “emergent design flexibility” (Patton, 2002, p. 40) in 
each of the interviews, with a readiness to avoid following narrowly restricted 
lines of questioning if new paths of enquiry emerged during the course of each 
interview. Similarly, the “naturalistic inquiry” (Patton, 2002, p.40) approach, 
with an open-ended, conversation-like approach to interviewing, permitted a 
non-manipulative and non-controlling style of investigation, allowing openness 
to whatever might emerge.
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Each interview began with a limited amount of conversational small talk before 
the recording devices were set running, in order to ensure that the 
interviewees were at ease and to reassure them that they would not be able to 
be identified subsequently by any third party once the study was written up. It 
was explained that the interview would be recorded, that the subsequent 
transcript would be produced by a highly experienced and trusted confidential 
transcription service, and that no analysis would take place until s/he had had 
an opportunity to see and comment upon a copy of the transcript.
It should be noted that some considerable thought was given to the best way 
to record data. The use of two recording devices guarded against the risk of 
losing data through equipment failure. Patton (2002) points out that “taking 
notes affects the interview process”, so this was only done sparingly. The use 
of occasional note taking by the researcher allowed strategic and focused 
notes to be taken, without interrupting the flow of the conversation noticeably. 
There was a sight concern before the start that interviewee responses might 
be inhibited, or affected adversely in some way, by the mere presence of the 
recording equipment, but this does not seem to have been an issue in reality.
3.6.4.2 The interviews
It was intended from the outset that the data for this phase of the study would 
be collected using semi-structured interviews. Each would, inevitably, vary 
slightly depending upon the ebb and flow of the discussion. However, the 
following common format applied in each case:
• General introductory exchanges to ensure that the environment is 
comfortable and the interviewee is relaxed.
• Completion of brief biographical questionnaire to confirm the details 
provided by VWHDC
• Open ended questions around the subject of “tell me why you came to 
work here, why you have stayed, and how you feel about your job”, 
starting and ending with relatively light questions and focusing on the
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more incisive issues exploring the reality of public service ethos 
towards the middle part of the interview.
• Opportunity for the interviewees to ask any questions or make any 
statements that they might think appropriate.
• Closure and thanks.
3.6.4.3 Face-to-face interviews
The researcher decided to use face-to-face interviews as this was thought to 
be the optimum approach for data collection at this stage of the study, despite 
the possibility of bias. According to Sekaran (2003) there can be both 
advantages and disadvantages to this approach.
Table 3.7: Face to face interviews: advantages and disadvantages
Advantages Disadvantages
Flexibility of approach: researcher can adapt, 
re-phrase or repeat questions as appropriate
Cost
Doubts can be clarified Time
Understanding of questions can be checked 
and reinforced as necessary
Need to train researcher to reduce bias
Non-verbal evidence can be picked up and 
noted in a way that is not possible with other 
methods.
Interviewees may be concerned about 
anonymity
Source: Sekaran, 2003
3.6.5 Data analysis.
The main focus of data analysis for this part of the study will be described in 
the next chapter. However, it is pertinent to make the point that in analyzing 
qualitative data the main value comes from the meanings of words and 
phrases, rather than the words themselves. The process of data reduction, 
followed by verification and then coding in order to identify common links and 
important relationships is described by various authors. Patton (2002) 
suggests that during this process the findings may well invalidate the initial 
insights into this phenomenon. The raw data from the interview transcripts 
must be examined for evidence, such as quotations that clarify common ideas
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or concepts. This can then be divided into patterns, categories and themes, 
which can then be supported by further evidence from interview records etc.
The logic and power of the purposeful sampling approach adopted was 
intended to focus upon achieving in-depth understanding from the information- 
rich cases investigated. Adopting such an approach, “while one cannot 
generalize from single cases or very small samples, one can learn from them 
-  and learn a great deal...” (Patton, 2002, p.46).
3.6.6 Phase 1 - Summary
It was decided that the best instrument for the first phase of this study would 
be a qualitative approach. This used a small series of semi-structured face- 
to-face interviews with representative members of staff to identify common 
themes of interest and concern to them. The discussions were quite wide- 
ranging, but essentially they covered areas related to the meaning of public 
service, views of society, relations with the public sector and aspects of job 
satisfaction and organisational commitment.
It was intended that this phase of the study would provide sufficient insight to 
enable the preparation of an appropriate instrument for phase 2 of the study, 
as well as enabling a much broader understanding of the outcomes of the 
quantitative phase subsequently.
3.7 Phase 2: Quantitative study
Having identified relevant issues related to the public service ethos of the staff 
of VWHDC, it was possible to devise a suitable instrument for the purpose of 
proceeding to the quantitative phase of the study. Adopting a hypothetico- 
deductive approach, this led to the formulation and statement of a series of 
formal research hypotheses.
The quantitative phase involves taking the essential concepts identified in the 
literature review and the qualitative phase, and turning them into an 
appropriate instrument for primary research. This section goes on to describe 
the procedure adopted to develop and refine the research instrument and, 
eventually, the execution of the main field study. It should be noted that a
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series of unfortunate delays made this process take considerably longer than 
the ideal, with a period of 12 months between the first pilot study and the 
eventual field study.
3.7.1 The research hypotheses
Drawing upon the key themes emerging from the literature review, and 
enhanced by the findings from the qualitative phase, the concept of ‘public 
service ethos’ is clearly an important yet elusive feature of this study. The 
purpose of this current phase was to attempt to identify aspects of this as part 
of the study, with a view to identifying not only whether it actually exists, but 
also what impact, if any, it has on the relationship between job satisfaction 
and voluntary turnover intention.
As a key part of this enquiry, it was necessary to explore the relationship 
between job satisfaction and voluntary turnover intention to determine whether 
any correlation could be found, and if so to explore its characteristics. As a 
separate but related issue, it was further intended to explore any subsequent 
themes which might emerge from the study pertaining to age, gender, length 
of service and a range of other factors identified in the literature.
Drawing upon the literature reviewed in chapter 2, and developing the 
research questions set out in section 2.6, the following hypotheses were 
identified:
Hypothesis 1: Overall job satisfaction and voluntary turnover intention
• H10. There is no relationship between level of job satisfaction and 
voluntary turnover intention.
• H1a- There is a relationship between level of job satisfaction and voluntary 
turnover intention.
Hypothesis 2: Overall job satisfaction and public service ethos
• H20. There is no relationship between level of job satisfaction and public 
service ethos.
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• H2a. There is a relationship between level of job satisfaction and public 
service ethos.
Hypothesis 3: Voluntary turnover intention and public service ethos
• H30. There is no relationship between voluntary turnover intention and 
public service ethos.
• H3A. There is a relationship between voluntary turnover intention and 
public service ethos.
Hypothesis 4: Public service ethos as an influence upon the relationship 
between job satisfaction and voluntary turnover intention
• H40. Public service ethos has no influence on the relationship between 
level of job satisfaction and voluntary turnover intention.
• H4a. Public service ethos has an influence on the relationship between 
level of job satisfaction and voluntary turnover intention
Subsequent to this, further investigation might be possible into aspects of 
these relationships which might differ at different levels in the organisational 
hierarchy.
As a by-product of this analysis it was also envisaged that any specific issues 
related to job satisfaction which might usefully be targeted by managers to 
influence the turnover intentions of staff might be identified.
3.7.2 The research approach
It would be necessary to capture data from a relatively large number of 
respondents in order to identify trends and preferences prevalent in the staff in 
a typically representative public sector organization. This would lend itself 
naturally to a quantitative approach using questionnaires; it would also have 
the added benefit of enabling aspects of earlier research studies to be 
replicated, thus facilitating an element of comparison with earlier results. 
However, recognizing that many (and almost certainly most) of the earlier 
studies had been carried out in private sector organisations, there was felt to
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be a strong possibility that the drivers of job satisfaction might well be different 
among public sector workers.
The initial qualitative phase, with a limited number of in-depth interviews, was 
intended to provide some revealing insights into the mindsets and motivators 
of a sample of the respondents, but although this might have provided depth it 
did not provide breadth, and it would not be possible to expand it to the entire 
staff of 300, or even a sufficiently large cross-section of the staff to be truly 
representative, due to the time and resource constraints which applied. The 
second, quantitative, stage of the study was expected to produce some 
standardized data for analysis and comparison, building upon the secondary 
research outlined in chapter 2 and the initial qualitative research outlined 
earlier in this chapter.
3.7.3 The research instrument.
The questionnaire used for the main quantitative element of the study drew 
upon a number of existing instruments for its key questions. It evolved 
through a series of stages from first conceptions to the final version used in 
the main study. The initial draft produced in February 2007 can be seen in 
Appendix 7 (page 394). The first thirty six (36) questions were taken in their 
original (American) format from Spector’s (1997) Job Satisfaction Survey. 
They consist of a series of statements accompanied by a 6-point Likert scale 
response format. These explore nine (9) different facets of job satisfaction, 
with four (4) questions for each facet, and the overall job satisfaction score 
can be found by calculating the mean of all nine facet scores. In keeping with 
Spector’s original methodology, it is necessary to reverse-score more than 
half of the statements in order to rectify the impact of negatively-worded 
statements. The statements for which the scores must be reversed are 
numbers 2, 4, 6, 8, 9, 12, 14, 16, 18, 19, 21, 23, 24, 26, 29, 31, 32, 34, and 
36.
The nine facets -  pay, promotion, supervision, fringe benefits, contingent 
rewards, operating conditions, co-workers, nature of work, and communication
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- and their distribution through the first 36 questions in the questionnaire are 
shown in table 3.8 below:
Table 3.8: Spector’s nine facets of job satisfaction showing their location in the 
questionnaire
Facet / subscaie Description Question number
Pay Pay and pay increases 1, 10, 19, 28
Promotion Promotion opportunities 2, 11,20,33
Supervision Immediate supervisor 3, 12,21,20
Fringe benefits Fringe benefits 4, 13, 22,29
Contingent rewards Rewards (not necessarily monetary) given 
for good performance
5, 14, 23, 32
Operating conditions Rules and procedures 6, 15, 24, 31
Co-workers Colleagues 7,16, 25, 34
Nature of work Type of work done 8, 17, 27, 35
Communication Communication within the organization 9, 18, 26, 36
Total job satisfaction All 9 facets combined 1 to 36 inclusive
Source: Spector (1997)
The next four (4) items (questions 37 to 40) were taken verbatim from an 
instrument reported by Price (2001), originally devised by Kim et al (1996), to 
identify voluntary turnover intentions among a range of categories of workers, 
including nursing staff. These consist of a series of statements accompanied 
by a 5-point Likert scale response format; as with the job satisfaction scores, it 
is necessary to reverse-score the negatively-worded statements -  numbers 
37 and 38 - for the purpose of analysis.
The following five (5) items (questions 41 to 45) were devised specifically for 
this study, as no suitable earlier investigation into public service ethos had 
been found. The statements were based upon suggestions made by 
Pratchett and Wingfield (1996); it was anticipated that career public servants 
would score highly on all five items. Again they consist of a series of 
statements accompanied by a 5-point Likert scale response format; and as 
before it is necessary to reverse-score the negatively-worded statement -  
number 45 - for the purpose of analysis.
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It should be noted that these concepts and statements regarding service to 
the public were not inconsistent with results from the initial qualitative phase of 
the study, and it was felt that although they might not capture the totality of the 
complex and subtle constituents of public service ethos, they would, at least, 
capture the essence of it in a meaningful way.
The subsequent questions (46 to 60 for the first pilot study, 46 to 61 for the 
second and third pilot studies) were intended to gather subsidiary data, mostly 
of a demographic nature, to facilitate subsequent analysis.
3.7.4 Scale development.
Thietart et al (2001) suggest that most questionnaires used in management 
research combine a number of scales. A researcher may use scales already 
constructed and validated by other researchers, although care should be 
taken to verify the validity of such scales in the context of their own study.
Saunders et al (2007) state that typical Likert-style rating questions have a 
four-, five-, six- or seven-point rating scale. Even numbers of points, such as 
four or six, force respondents to express their feelings towards an implicitly 
positive statement. An odd number of points, such as five or seven, can 
appear more non-threatening, and will permit the respondent to adopt a 
neutral stance when responding to an implicitly negative statement.
With the instrument used for the current study, the majority of the questions / 
statements (the first 36) were taken directly from Spector’s (1997) Job 
Satisfaction Survey (JSS), which uses a 6-point scale ranging from “1” -  
“disagree very much” to “6” -  “agree very much”, with no neutral mid point.
The next two sections had different antecedence: the ‘voluntary turnover 
intention (intention to stay)’ questions - questions 37 to 40 inclusive - were 
taken from Kim et al (1996, as reported by Price, 2001) and used the original 
format of a 5-point scale ranging from “1” -  “Strongly disagree” - to “5” -  
Strongly agree”. Questions 41 to 45 inclusive - the ‘public service ethos’ 
questions - were derived specifically for this study, and hence had no
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particular past history other than the fact that they had been based loosely 
upon earlier published work. In order to keep the format of the questionnaire 
simple as well as to permit the use of a neutral mid-point response item, the 
same 5-point Likert scale was employed for these questions.
It was considered important to retain the pre-existing response scales for both 
job satisfaction (six-point) and voluntary turnover intention (five-point) as this 
would enable the findings to be benchmarked against the original studies’ 
findings. The combination of the two was not felt to be problematic in the 
context of the current study, and it was still possible to achieve a perfect 
correlation between variables despite the use of different scales.
3.7.5 The pilot studies
In total, three (3) pilot studies were carried out during February and March 
2007.
The first study consisted of responses from a sample of 13 members of staff 
in the University of Surrey School of Management. The questionnaire was 
issued to 20 people on 22 February 2007, and by 28 February 2007 a total of 
13 responses had been received. Initial feedback was quite positive, with 
comments that the questionnaire was fairly comprehensible and user-friendly, 
bearing in mind its relatively long length, although there were a few comments 
regarding the “American” phraseology of some of the questions. The reported 
time for completion of the questionnaire was an average of 10 minutes.
The second and third pilot studies were carried out shortly afterwards, on 9 
March 2007 with a group of 35 MBA and MSc students at BIMAP in Barbados 
who were taking part in a Dissertation Workshop. The questionnaire used on 
this occasion was virtually identical to the version used in the first pilot apart 
from the addition of an extra question to ascertain whether the respondent 
worked in the public or private sector. A copy of this second pilot 
questionnaire can be seen in Appendix 8 (p.399). In reality, studies 2 and 3 
were carried out at the same time, but it seemed prudent for the purposes of 
analysis to divide the responses into 13 from public sector workers and 22
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from private sector workers, and to treat these as different data sets. 
Respondents reported similar feedback to the first pilot -  the questionnaire 
was relatively straightforward and unambiguous, and it took approximately 10 
minutes to complete.
It should be noted that Barbados is culturally similar to the UK in many 
respects, and in the Caribbean region it is known as “Little England”.
3.7.6 Reliability and validity
The data from the completed questionnaires were fed into SPSS for 
subsequent analysis. Preliminary analysis of the three sets of data produced 
some interesting results. These are summarized below in table 3.9 and set 
out in greater detail in Appendix 9 (p.405).
Table 3.9: Reliability: Cronbach alpha scores for job satisfaction, voluntary turnover 
intention (intention to stay) and public service ethos: expected results and results from 
three pilot studies
Facet / dimension / 
variable
Expected
results
Pilot study 1 
(Feb. 2007 
Public sector) 
n = 13
Pilot study 2 
(March 2007 
Public sector) 
n = 13
Pilot study 3 
(March 2007 
Private sector) 
n = 22
Pay .75 .90 .63 .82
Promotion .73 .53 .50 .75
Supervision .82 .72 .90 .83
Fringe benefits .73 .41 .71 .80
Contingent rewards .76 .47 .79 .80
Operating conditions .62 .77 .59 .41
Co-workers .60 .62 .78 .33
Nature of work .78 .90 .88 .81
Communications .71 .83 .75 .49
Total Job Satisfaction .91 .92 .94 .90
Voluntary turnover intention .85 .85 .92 .88
Public service ethos ? .42 .25 .64
Source: Spector (1997) / Price (2001) / this study
It is generally accepted that a Cronbach alpha score for a variable of .7 or 
above indicates that the scale is reliable. For the key variables of ‘total job 
satisfaction’ and ‘voluntary turnover intention (intention to stay)’ the alphas
133
were similar to, and mostly slightly higher than, the alphas for the original 
research studies from which the questions had been taken. For ‘total job 
satisfaction’ the original alpha (Spector, 1997) was .91 and the alphas for pilot 
studies 1, 2 and 3 were .92, .94 and .90, indicating a similarly and consistently 
high level of reliability. For ‘voluntary turnover intention (intention to stay)’ the 
original alpha (Price, 2001) was .85 and the alphas for pilot studies 1, 2 and 3 
were .85, .92 and .88, once again showing a similarly and consistently high 
level of reliability. However, for ‘public service ethos’ there was no pre­
existing alpha figure, and there was no clear expectation in advance 
concerning the alphas for pilot studies 1, 2 and 3; when these were 
discovered to be .42, .25 and .64 respectively, it became very clear that this 
was a problematic concept, and that the existing statements 41 to 45 inclusive 
had not captured the concept with an acceptable level of reliability.
Looking at the nine separate facets which combined to form the total job 
satisfaction score, it can be seen that for two out of the nine facets -  operating 
conditions and co-workers -  the original studies (Spector 1997) only produced 
alphas of .62 and .60 respectively.
For the three pilot studies, whilst the overall alphas for job satisfaction might 
have been very good, for individual facets the figures were somewhat erratic. 
For pilot study 1 unusually low alpha scores were obtained for promotion 
(.53), fringe benefits (.41), contingent rewards (.47), and co-workers (.62). For 
pilot study 2 unusually low alphas were obtained for three facets -  pay (.63), 
promotion (.50), and operating conditions (.59). For pilot study 3 unusually 
low alphas were obtained for another three facets -operating conditions (.41), 
co-workers (.33) and communications (.49). Thus, no clear pattern emerged, 
and it was difficult to draw meaningful conclusions from the figures for the 
facets.
In an effort to investigate this phenomenon further, an item analysis was 
carried out using SPSS to identify specific individual statements or questions 
showing weak reliability. For pilot study 1 there were 9 of these, for pilot study 
2 there were 6 of them, and for pilot study 3 there were 13 of them. Once
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1again, there was no clear pattern across all three pilot studies, although 
question 15 (one of the ‘operating conditions’ questions) showed as weak on 
all three pilot studies. Further details are shown in table 3.10 below.
Table 3.10: Item analysis to identify individual weak questions ( r = < 3)
Pilot study 1 
(Feb. 2007 
Public sector) 
n = 13
Pilot study 2 
(March 2007 
Public sector) 
n = 13
Pilot study 3 
(March 2007 
Private sector) 
n = 22
4 2 6
14 7 7
15 10 15
16 15 16
20 44 18
23 45 24
24 25
42 26
45 34
36
42
43
44
Source: this study
A study of the mean scores for the key facets / dimensions / variables 
provided a further opportunity to compare the pilot study findings with the 
original studies. Table 3.11 below shows a summary of the scores.
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Table 3.11: Mean scores for job satisfaction, voluntary turnover intention and public 
service ethos: expected results and results from three pilot studies
Facet / dimension / 
variable
Expected
results
Pilot study 1 
(Feb. 2007 
Public sector) 
n = 13
Pilot study 2 
(March 2007 
Public sector) 
n = 13
Pilot study 3 
(March 2007 
Private sector) 
n = 22
Pay 2.95 3.56 3.06 3.33
Promotion 3.0 2.56 2.21 3.37
Supervision 4.8 4.56 3.96 4.00
Fringe benefits 3.55 3.48 2.81 3.44
Contingent rewards 3.43 3.39 3.08 3.67
Operating conditions 3.38 3.35 3.21 3.51
Co-workers 4.58 4.44 4.10 3.94
Nature of work 4.8 4.67 4.25 4.96
Communications 3.6 3.79 3.39 3.33
Total Job Satisfaction 3.8 3.68 3.16 3.74
Voluntary turnover intention 2.29 2.98 3.85 2.45
Public service ethos ? 3.93 3.85 3.91
Source: Spector (1997) / Price (2001) / this study
For questions 1 to 36 inclusive - taken from Spector’s (1997) Job Satisfaction 
Survey - the profile for the Barbadian private sector workers was similar to 
Spector’s (1997) original findings for all nine facets and the overall job 
satisfaction score. However, for both data sets taken from public sector 
workers the profile was noticeably different from Spector’s profile, and there 
were noticeable similarities in the profiles of both of the public sector samples. 
It must be emphasized, however, that for all three pilot studies the 
numbers of participants involved were too small for the data to he 
considered to he entirely reliable.
For questions 37 to 40 inclusive -  taken from Price (2001) - ail three pilot 
study groups reported a level of voluntary turnover intention (intention to stay) 
which was higher than Price’s original figure. However, whilst for the private 
sector workers the difference was only relatively small (2.45 compared with 
2.29), for the two public sector groups the difference was noticeably larger at 
2.98 and 3.85 respectively.
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For questions 41 to 45 inclusive all three data sets had remarkably similar 
mean scores for public service ethos, suggesting that the questions in this 
section of the questionnaire had not captured the concept appropriately.
The responses to the demographic questions appeared to be satisfactory in 
terms of their ability to capture data which would be useful for analysis. A 
pleasingly large number of people indicated their willingness to participate in a 
possible further qualitative stage of the study, indicating that, if appropriate, 
this could be carried out without very much difficulty at a later stage.
The problem of identifying public service ethos (a quality which might be 
expected to differ noticeably between public and private sector employees) 
would require some further attention before proceeding further with the study.
To summarize the conclusions arising from the three pilot studies:
• There was only one statement that was clearly of questionable value -  
question no. 15. However:
• The 36 job satisfaction statements and the 4 voluntary turnover 
intention statements were essentially sound in most respects, and they 
had been taken from well-validated and trustworthy sources, so it was 
considered that it would be unwise to tamper with them.
• The 5 public service ethos statements were, effectively, the 
researcher’s own invention, and were clearly not appropriate for 
capturing the concept reliably. It would be necessary to replace them 
with some better statements.
3.7.7: The Q-sort exercise
A Q-sort exercise (Kerlinger, 1986; McKeown and Thomas, 1988) was carried 
out in an attempt to identify relevant ‘public service ethos’ concepts.
It was evident that the original set of 5 questions based upon Pratchett and 
Wingfield (1996) was not appropriate for the purpose and these were
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discarded. After re-visiting the literature and taking into consideration further 
data from the qualitative phase of the study, it was considered that Lyons et al
(2006) would perhaps provide a much better source for this part of the 
questionnaire.
Based on Lyons et al (2006) two definitions and 39 statements were identified 
and subjected to three Q-sort workshops in October, November and 
December 2007. The three groups of public sector workers involved in these 
workshops were, respectively: a group of 10 NHS employees enrolled on the 
University of Surrey MSc Healthcare Management programme, a group of 8 
non-academic support staff in the University of Surrey School of Management, 
and a group of 10 volunteers from the staff of VWHDC. Details of these can 
be seen in Appendix 10 (p.427).
A set of 5 statements emerged from this exercise, all related to the following 
definition: “Public service ethos is about the individual contributing to the 
public good through subordinating personal and organizational interests to the 
pursuit of the welfare of society under guidance from principles and with the 
obligation of accountability. ”
These statements were incorporated into the revised questionnaire as the 
new questions 41 to 45 inclusive.
3.7.8 Further piloting, reliability and validity
Having carried out three pilot studies, and having tested the reliability of the 
earlier versions of the questionnaire on three occasions, there was concern 
about whether or not a further pilot study ought to be carried out with the new 
version of the questionnaire. After some discussion it was felt that a further 
pilot would not be necessary, as reliability had effectively been established 
and it would be more appropriate to go ahead and carry out the main field 
study with the minimum of further delay. Face validity was tested informally 
via the gathering of opinions from colleague academics and senior managers 
of VWHDC, and it was agreed that by issuing the questionnaire to all 300
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members of staff this would avoid problems associated with calculating 
minimum sample size for this exercise.
3.7.9 Final amendments
The questionnaire was now almost ready for use, and it was submitted to a 
group of senior managers at VWHDC for final approval. In discussion, it was 
agreed that the final version should be rephrased from “American” English into 
“British” English, and that some of the demographic questions should be 
amended or rephrased to make them more relevant and/or more acceptable 
to the Council’s staff, as well as making the layout and general appearance of 
the questionnaire more “professional” in an effort to improve the chances of 
achieving a good rate of return. It was anticipated that the response would be 
between 25% and 35%, based upon earlier exercises in this organization.
The key changes were as follows:
• “Americanisms” were translated into “British” English so that, for example, 
question 10 “raises” was replaced by “pay increases” and in question 25 “I 
enjoy my co-workers” became “I like being with my colleagues”. This had 
to be done with care so that none of the original nuances were lost in the 
process, but eventually it was felt that these changes had been achieved 
satisfactorily.
• The Likert scales in the far right-hand columns for questions 1 to 45 
inclusive were re-arranged to make the response requirements more clear 
and unambiguous. It was considered necessary to retain the number- 
descriptors for the purposes of analysis, but the inclusion of “Disagree” 
and “Agree” at the top of the column, with appropriate arrows, was 
intended to help to avoid any confusion or ambiguity.
• The questions regarding “marital status” and “household responsibilities” -  
questions 48, 49 and 50 in the pilot study questionnaire -  were considered 
to be possibly too intrusive, and were replaced by a new question 48 which 
asked “are you the main income earner in your household?” The 
important issue here was to test whether there was any relationship 
between, on the one hand, people staying in relatively low-paid “safe” jobs
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and on the other hand not having to worry too much about money because 
there is somebody else in the household who might have a job which 
brings in much better money. This was considered to be somewhat 
tenuous, but still a possible link to be tested.
• Question 52 -  “nature of employing organisation” - was removed entirely. 
This was a left-over question from one of the pilot studies and clearly not 
relevant to public sector employees who were all employed in the same 
local authority organisation.
• Question 53 included a randomly-generated range of job categories which 
had evolved through the pilot studies. It was replaced by a new set of 
grade boundaries which would be relevant to respondents from the 
organisation under investigation, under the guidance of a senior member 
of staff of VWHDC. In the new version this became question 50. The 
intention was to devise a classification which would enable the sample to 
be segmented in terms of senior, middle-ranking or junior positions. The 
grading bands selected were “1-3”, “4-6”, “7-10”, “11-14”, “15 or over” and 
“rather not say”. Effectively anyone at grade 7 or over had some sort of 
team leader responsibilities, anyone at grade 11 or over would be a higher 
level manager, with grade 15 or above being senior management.
• Question 55 in the earlier version became the new question 52 which 
simply asks for the “length of time in the public sector”, coupled with a new 
question 53 which asks “have you ever worked in the private sector?”. 
Between them, these were intended to identify the extent to which people 
either move around between different employers within the public sector or 
else move back and forth between the public and private sectors.
• The former open ended “any other information” question 56 was removed 
entirely in the interests of simplifying the questionnaire and saving space 
on the form to improve the presentation and make the form more 
accessible and user friendly.
• Section “E”, inviting respondents to make a voluntary declaration of 
information that might identify them for the purposes of subsequent follow- 
up interviews was then moved onto a separate, detachable, sheet of
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paper, in order to provide an additional safeguard of anonymity for 
respondents who might value this feature.
• Finally, the questionnaire was generally tidied up to make its overall 
appearance more “professional”, and the covering letter was re-drafted to 
make it more accessible to the staff.
The final version of the questionnaire can be seen at Appendix 11 (p.430), 
and the covering letter can be seen at Appendix 5 (p.387).
3.7.10: The main field study
A range of methods for distribution and return of the questionnaires had been 
discussed, including electronic submission using “survey monkey” or a similar 
non-paper-based technique. However, it was decided that the best approach 
with this particular group of staff would be to use a paper-based document, 
printed in a distinctive colour, and placed physically on the desk of every 
employee. The on-site administration of the survey instrument, including 
distribution and collection, would be carried out by the VWHDC Organisational 
Change Manager. This was a key employee in a senior role who had the 
confidence of the staff and had previous experience of research studies of this 
nature, having recently completed an MBA at a local university. He was 
responsible for communicating key messages to the staff, and in this instance 
as with earlier studies the return mechanism would be by returning the 
completed questionnaires to the Organisational Change office via the internal 
mail system using the plain brown envelope attached to each questionnaire.
In order to maximize the chances of achieving a good number of responses, it 
was decided to issue a questionnaire to every member of staff, rather than 
attempt a sampling approach. 300 copies of the questionnaire and covering 
letter were delivered to the VWHDC offices on Tuesday 29 January 2008, for 
distribution to every member of staff together with the in-house newsletter 
which contained an article encouraging participation. All the questionnaires 
had been distributed by hand within the council’s premises by the end of the 
working day on Thursday 31 January, with the staff being encouraged to 
return the completed questionnaires, sealed in the plain brown envelope 
provided, to the Organisational Change Manager’s office by the end of Friday
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8 February 2008. At the end of this period 60 envelopes had been received, 
representing a response rate of 20%. Further messages were sent 
encouraging additional participation, and by Friday 29 February 2008 a total of 
74 completed questionnaires had been received, equating to a response rate 
of 25%. This was slightly disappointing as a higher response rate would have 
enabled more robust analysis, but it was at least (just) within the predicted 
response rate of between 25% and 35%.
3.7.11 Supplementary data collection
Following the initial analysis of data collected from VWHDC it was considered 
that the relatively small sample size was insufficient to permit analysis in 
sufficient depth to identify the relationships between the three variables. 
Further data was gathered from a further 59 respondents, mostly either part- 
time MSc or MBA students at the University of Surrey, (19 from the public 
sector and 40 from the private sector), for the purposes of comparison, during 
the period November 2009 to February 2010. This provided a total of 133 
responses and hence permitted a far deeper and richer analysis of the 
quantitative data.
3.7.12 Phase 2 - Summary
It was decided that the best instrument for the second phase of this study 
would be a quantitative approach using a questionnaire drawing upon, among 
others, the work of Spector (1997) and Price (2001). This would build upon 
the earlier qualitative study results.
The questionnaire evolved over a period of 12 months via a series of pilot 
studies and q-sort exercises until the researcher had been satisfied that it was 
a robust instrument fit for its intended purpose in the context of the specific 
public sector organization under investigation. The questionnaire was 
administered in late January / early February 2008, and by the end of 
February a total of 74 completed responses had been received from VWHDC 
employees. This was felt to be a little disappointing, albeit sufficient to enable 
a degree of analysis to be carried out. A further 59 responses were obtained
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subsequently from a combination of 19 public sector workers and 40 private 
sector workers, to facilitate deeper analysis of the quantitative data.
The analysis of the quantitative data will be described in the next chapter.
3.8 Chapter summary
This chapter has described the approaches and methodology adopted for the 
two phases of the study. Phase 1 was an initial exploratory phase, and 
adopted a qualitative approach, with semi-structured interviews to identify a 
series of themes in discussion with representative members of staff. Phase 2 
was a quantitative phase which built upon the initial themes in order to identify 
trends and directions among the wider staff of the organisation. In the 
process of devising the questionnaire, q-sort method was used in order to 
generate concepts of relevance to the situation. It was felt that this mixed- 
methods approach would enable a rich vein of data to be explored in order to 
examine the complex and subtle interplay between public service ethos, job 
satisfaction and voluntary turnover intention. In the next chapter, the research 
findings will be explored and analyzed in order to identify what actually 
happened.
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C h a p t e r  4 . A n a ly s is
4.1 Introduction
In this chapter the findings from the two phases of the study described and 
discussed in chapter 3 are analysed.
The findings from phase 1, the qualitative study, are analysed first, in an 
attempt to draw out a clearer understanding of issues considered to be 
relevant by the staff of VWHDC.
As described in chapter 3, the findings from the ‘phase T study contributed to 
the construction of the questionnaire employed in the ‘phase 2’ study.
Subsequently, the findings from ‘phase 2’, the quantitative study, are analysed 
in an effort to identify trends and relationships among the variables. In 
addition to formally testing the hypotheses stated in chapter 3, a significant 
amount of further analysis is carried out in order to gain a deeper 
understanding of variations and trends among different sub-groups within the 
staff of VWHDC.
Building upon the initial findings, as explained in chapter 3 (section 3.7.11), a 
supplementary data collection exercise was conducted following the analysis 
of the original VWHDC data set. This took place over the period November 
2009 to February 1010, with the purpose of obtaining a larger sample size in 
order to permit more rigorous analysis of the relationships between the three 
variables. The analysis of the additional data in various combinations is 
described at length in this chapter, leading to a more robust set of conclusions 
regarding the relationships between public service ethos, job satisfaction and 
voluntary turnover intention.
4.2 Phase 1: qualitative study
The concept of public service ethos in the early 21st century is complex and 
multi-faceted, as exemplified by the literature reviewed in chapter 2. The first 
phase of the study involved carrying out a small series of exploratory semi-
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structured interviews with a representative cross-section of staff in a “typical” 
local authority headquarters in southeast England to identify relevant themes 
and trends.
During the course of a single October day, four local authority officers 
identified from a list supplied by the organisation were invited to talk with the 
researcher, on a confidential one-to-one basis, about their jobs, their career 
choices to date, and a range of associated issues.
4.2.1 The interviewees
The organisation employed a total of 300 staff. In response to a call for 
volunteers, details of 23 members of staff were obtained, and four of these 
were chosen and invited to interview. The four interviewees were selected 
specifically in an attempt to achieve a representative cross-section of staff, in 
terms of gender, length of service and degree of seniority within the 
organisation.
The interviews were carried out separately in private offices or meetings 
rooms; each was recorded digitally and the subsequent transcript was 
submitted to the respondent, a few days afterwards, for approval prior to 
analysis.
A brief profile of each of the four respondents is shown in table 4.1 below.
Table 4.1: Brief profile of the four interview respondents
ID Age Sex Main earner 
in
household?
Type of 
contract
Grade Time with
current
employer
Time in
public
sector
Private
sector
experience?
A 50+ F yes Permanent 11 + 5-9 years 10+ years yes
B 40-49 F no Fixed term 1-3 <1 year 5-9 years yes
C 50+ M yes Fixed term 4-6 5-9 years 5-9 years yes
D 40-49 M no Permanent 7-10 5-9 years 10+ years no
Source: this study
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Each interview had its own specific characteristics, and the interviewees were 
encouraged to express themselves freely. As a consequence of this, a rich 
amount of qualitative data concerning both attitudes to their public service 
roles and aspects of job satisfaction / organisational commitment was 
produced.
4.2.2. The semi-structured interviews
Each interview, lasting between 33 and 43 minutes, was intended to explore 
the reasons why the respondents chose to work in the public sector in the first 
place, why they subsequently chose to remain in public sector employment, 
and how they felt about their work. It was intended to attempt to identify the 
components of public service ethos in the current age. The interview protocol 
can be seen in Appendix 6 (p.389) and the full transcripts of the interviews 
can be seen in Appendix 12 (p.434).
4.2.3. The research questions and the evidence (emerging themes)
In line with the review of relevant literature, four essential interlocking lines of 
enquiry were explored:
1. Why do people choose to work in the public sector?
2. Once they are working in the public sector, what are the drivers that 
make them want to stay or leave?
3. Is there such a thing as ‘public service ethos’ today?
4. Assuming that public service ethos does exist, what are its specific 
characteristics?
The interviews produced evidence of deep commitment to the ideal of service 
to others, accompanied by a conservative attitude to work productivity and 
need. There were implications that being a public servant means being 
committed to wrestle with the conundrum of believing in service, but also in 
productivity and efficiency. The concepts of fairness and justice also emerged 
in some, but not all, of the interviews; there was an inference that public 
servants have to arbitrate the unfairness of society creating human needs that 
the market place cannot meet, against their instincts to be unfair to some in
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the interests of the pursuit of efficiency. Arguably, this would not be a problem 
in the private sector.
A range of common themes emerged from the interviews, the seven key 
themes being:
• Safe pleasant job
• Good pension scheme
• Desire to avoid working in the private sector
• Desire to serve society / the community
• Desire to work for an ethical organisation
• Concern at poor image of public sector workers
• Concern at poor quality of parts of the public sector workforce
4.2.3.1. Safe pleasant job
The desire for a safe, pleasant job in reasonable circumstances appeared to 
be important to the respondents, although there did not appear to be evidence 
of any particular loyalty to any one specific organisation or department:
Subject “A” , who held a relatively senior post, appeared to be particularly 
satisfied and dedicated in her work:
“At the moment I am planning to stay until I retire... but if next year....that sort 
of innovative role changes, then I’ll move on, but not with any rancour...” 
(Subject “A” interview, p.442)
This suggests that the challenge of the job role is key to this individual, yet 
she went on to say:
“...for me this place has got everything; it’s nice, it’s neat, the staff are 
fantastic...”(Subject “A” interview, p.443)
And later:
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" the staff are good... I get ...great job satisfaction” (Subject “A” interview, 
p.444)
This set of responses correlates with Herzberg’s (1968) view that an 
interesting job and good workplace relationships are essential basic 
requirements. However, there were also signs that Oshagbemi’s (1997b, 
1999a), and Hickson and Oshagbemi’s (1999) findings applied -  with high job 
satisfaction linked to high job level, status and length of service. However, 
there appears to be a complex interaction of forces at work behind these 
seemingly simple statements. In terms of Spector’s (1997) Job Satisfaction 
Survey, these last two responses indicate a high degree of satisfaction with at 
least one of the nine facets (satisfaction with co-workers) and possibly also 
another one (satisfaction with immediate supervisor), but it is not entirely clear 
how she feels about the remaining seven facets. It is possible that some kind 
of psychological trade-off has occurred, and holistic job satisfaction is being 
distorted by the people-related facets for this subject.
Subject “B”, who occupied a relatively junior post on a one year renewable 
contract, appeared to find the job convenient, but not very challenging:
“...I do enjoy what I’m doing, but it becomes... very mundane” (Subject “B” 
interview, p.450)
She felt that the salary, and the overall terms and conditions of service, were 
acceptable, but appeared to be particularly attached to her co-workers:
7 think for the job I do and the amount of stress I have, it’s a reasonable wage 
because it’s not a stressful job...” (Subject “B” interview, p.455)
And later on:
"... the package is fine, its reasonable...” (Subject “B” interview, p. 459)
148
As with subject “A”, this again correlates with Oshagbemi’s 1997b and 1999a 
findings -  a short period of service linked with a relatively unchallenging work 
role leading to a lower level of satisfaction. However, in line with Spector 
(1997) and Crossman and Abou-Zaki (2003) subject “B” appears to have 
adopted an approach which allows her to be satisfied with circumstances 
which might be less satisfying to a male counterpart.
"... I enjoy the team and I feel some loyalty to the team... if a better job came 
up tomorrow... I would find it difficult to ... leave the team” (Subject “B” 
interview, p.461)
It is particularly interesting to note the ‘satisfaction with co-workers’ facet 
coming to the fore again in the final quotation. As in the case of subject “A”, a 
psychological trade-off appears to have been made, with holistic job 
satisfaction being distorted by the people-related facets for this subject.
Subject “C” was the only one of the four interviewees to have had substantial 
private sector experience in earlier roles, and he expressed an observation 
regarding the relatively strongly bureaucratically restrictive way of working 
evident in the public sector:
"... there was... much more sense of freedom and opportunity than there is 
here...”(Subject “C” interview, p.471)
This appears to bear out Moynihan and Pandey’s (2007) observations, 
regarding red tape and its ability to produce frustrations for those caught up in 
it.
Subject “D” had moved between employing authorities on several occasions, 
but it was always in connection with his wife’s career moves, and with one 
exception he had remained in broadly similar public sector roles wherever he 
had gone. He appeared to be satisfied with his job:
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7 suddenly realised I’d actually grown quite happy in the public sector; ... the 
remuneration was quite adequate for my needs, ...my mates... in the private 
sector...might have been earning more money than me, but they were 
working longer hours, they didn’t have the job security... it’s a trade-off...” 
(Subject “D” interview, p.482)
He later went on to say:
"... can’t see any reason to move on at the moment...” (Subject “D” interview, 
p.493)
This subject’s observations link closely to Brush et al’s (1987) findings that 
job satisfaction increases with age and experience. It became clear from 
these statements, and others, that this subject was generally satisfied with life 
in general, and this was reflected in a high level of job satisfaction (Spector, 
1982, 1988; Yousef 1998; Bender and Heywood, 2006)
On a separate note, he also stated:
“...the money’s actually not bad; it’s perfectly adequate for my needs...” 
(Subject “D” interview, p.491)
This suggests in particular a positive attitude to Spector’s (1997) facet 
“satisfaction with pay”, and complies with Boyne’s (2002) conclusion that 
public sector managers tend to be relatively less materialistic compared to 
those in the private sector.
4.2.3.2. Pension scheme
Clearly the much-talked-about public sector pension scheme was a key 
feature for all four of the respondents:
Subject “A” said:
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“You don’t get paid as well in the public sector as you do in the private sector 
but you do get this final salary pension scheme and I think most people ... like 
the idea of a final salary pension scheme” (Subject “A” interview, p.438)
Subject “B” opined:
“...it’s a local government pension scheme which I was on in teaching 
anyway, so I’ve continued with my same pension... it’s a reasonable scheme, 
its good to keep in the same scheme, that was one of the things my husband 
had an eye on with me thinking about applying to the ...council to work ... 
you could keep your pension going...” (Subject “B” interview, pp.455-6)
And Subject “D” stated:
"... pension is merely deferred salary...” (Subject “D” interview, p.483)
All three of these comments suggest that the final salary pension scheme was 
perceived as an important part of the package that attracted these employees 
in the first place and encouraged them to stay subsequently. However, 
subject “C”, who had joined the scheme relatively late in life, had a slightly 
less positive view:
“I will get a pension... but not a very large one simply because I haven’t put 
the years in... that’s not to say that those who have put their full time in will 
get their full pension., .its being eroded away by government legislation...” 
(Subject “C” interview, p.466)
In general terms, these statements bear out the observations by Spector 
(1997), Bender and Heywood (2006) and Ellickson and Logsdon (2002) that 
there is only a small correlation between pay satisfaction and overall job 
satisfaction. However, it was equally clear that taken together the overall 
package of pay and benefits was perceived as a proxy for the extent to which 
the input of individuals was valued by the employer (Herzberg, 1968).
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4.2.3.S. Desire to avoid working in the private sector
There was an inference that one of the key influencing factors for the 
interviewees was not so much a desire to work in the public sector as a desire 
to avoid working in the private sector.
Subject “A” made it clear that she did not wish to be involved with any line of 
work that might require her to compromise her belief in service rather than 
financial/ economic considerations, such as avoiding trading at a loss:
7 can’t sell things because I have to believe in them...” (Subject “A” interview, 
p.422)
This suggests a complete antithesis of the motives of the private sector, and 
complies with Brewer and Selden’s (1988, p.417) definition of public service 
motivation as “the motivational force that induces individuals to perform 
meaningful public service”’.
This subject also stated, in the context of private sector organisations:
"... their ethos is about profit, it is not necessarily delivering what you’re 
contracted to deliver, so...its actually about getting the profit from that and 
moving on...business has to make a profit and ... how it makes the 
profit...depends on how they cut the edges in order to win the contract... I 
don’t like that.” (Subject “A” interview, p.437)
She was clearly committed to the values of the public sector, and provided 
evidence of Perry and Wise’s (1990, p.368) concept of “a disposition to 
respond to motives grounded primarily or uniquely in public institutions”.
Similarly, subject “B” appeared to be uncomfortable with the concept of 
market forces and the profit motive in the private sector:
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"... any pressures that make you have to meet certain quotas when dealing 
with the public, changes the way you deal with the public...” (Subject “B” 
interview, p.454)
Once again, subject “D” showed a clear preference for working in the public 
sector, expressing grave concerns about the realities of private sector 
working:
"... I don’t think I’d get the same sort of satisfaction from doing this kind of job 
in the private sector as a consultant... a local authority exists to provide 
services for its residents...” (Subject “D” interview, p. 483)
This statement suggests that Vandenabeele’s (2007, p.549) definition of 
‘public service motivation’ being composed of "beliefs, values and attitudes 
that go beyond self-interest and organizational interest” is deeply embedded 
in this subject’s mindset.
This subject went on to say:
"... there’s absolutely no reason why the work I do couldn’t be outsourced 
...but I think I’d feel differently about making money for the very big 
corporation limited than I do working directly for the local authority...” (Subject 
“D” interview, p.485)
This is in compliance with Rainey and Steinbauer’s (1999, p. 23) concept of "a 
general altruistic motivation to serve the interests of a community” and it 
suggests that somehow there is something more pure and honest about 
working for a public sector organisation, dedicated to the public good rather 
than any profit motive.
Subject “C” did not make any specific statements about the public / private 
sector dichotomy, but it became evident that his private sector career had run 
into difficulties once his health broke down, and he had seen public sector 
work as the only viable way forward. There was also a strong implication,
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albeit not stated openly, that the pressures of his private sector work had 
actively contributed to his health problems. No quotations from this 
respondent are particularly relevant to this sub-heading.
Overall, these statements appear to bear out the essential themes of public 
service motivation (Perry and Wise, 1990; Vandenabeele, 2007) and public 
service ethos (Pratchett and Wingfield, 1996).
4.2.3.4. Desire to serve society I the community
The notion of public service as “serving the public” was introduced quite late in 
each of the interviews in order to ensure that the subjects were as warmed up 
and relaxed as possible.
Subject “A” appeared to hold strong views about the need to deliver cost- 
effective services to the community without constantly compromising on the 
cost aspects:
“ I believe in nationalisation ... because I believe ... that public sector people 
are dedicated to what they do and in the main they’re hard working... we 
should get rid of those that ...just cruise through to their pension... but in the 
public sector we have lots and lots of good people who are best placed to 
deliver services at no profit.... What can be better for the community than ... 
getting services at no profit?” (Subject “A” interview, p.447)
This shows a rather single-minded dedication to the public sector as the only 
viable vehicle for delivering essential services to the public. It also suggests a 
complete rejection of any attempt to provide services to the public by 
organisations which are required to make a profit, although she actually 
stopped short of saying that ‘profit is a dirty word’. At the same time this 
subject appears to acknowledge that not all of her colleagues are as 
competent or as dedicated as she is, although by implication many of them 
are. It appears to be a clear example of responding to “motives grounded 
primarily or uniquely in public institutions and organizations” (Perry and Wise, 
1990, p.368)
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She went on to make it clear that she considered that sometimes the best 
interests of society could only be served by decisive and authoritative action:
"... I see communities as individuals... within those communities there are 
people who are deserving and people who ... need ... taking control of... and 
actually sorting them out...” (Subject “A” interview, p.445)
This suggests a strong example of Crewson’s (1997, p512) concept of public 
sector employees being more “other oriented or duty oriented” compared to 
their private sector peers. It also implies that there are some members of 
society who need to be taken in hand for their own good and for the good of 
others.
Subject “D” to some extent echoed the views expressed by subject “A”:
"... society ... has norms of behaviour, and sometimes the peer pressure to 
maintain those norms is not enough to keep certain people within those 
norms...”(Subject “D” interview, p.480)
Is intervention of this nature ‘helping the less fortunate’, or is it ‘being 
paternalistic’ or is it ‘an unwarranted intrusion in the lives of ordinary members 
of the public?’ There is clearly plenty of goodwill intended behind the 
statements of both subject “A” and subject “D”, and there is a clear desire to 
do the right thing in the interests of society (or at least the local community). 
However, there is a fine line that needs to be drawn between good, positive 
intervention and excessive meddling in the affairs of others, albeit with the 
best of intentions. This is perhaps an area for political debate, with no clear- 
cut answers concerning precisely where the line should be drawn.
Subject “B” saw her role, and her earlier career choices, as being focused on 
serving the public:
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“..I’m trying to find ways to enable rather than obstacles...” (Subject “B” 
interview, p.453)
This suggests a positive attitude to her work place role rather than mere 
following of procedures. It implies in one sentence the two key aspects of 
public service motivation identified by Taylor (2008, p.75) -  “a job where I can 
help people” and “a job that is useful to society”.
Later, talking about her career choices, it emerged that she had always opted 
for roles with a public service element:
“...I think it’s just the type of jobs I like to do happen to be public sector, public 
service jobs...” (Subject “B” interview, p.456)
This appears to be yet another indication of public service motivation as 
defined by Perry and Wise (1990), and others, although it could also simply 
indicate Bellante and Link’s (1981) conclusion that ‘risk averse’ employees are 
attracted to the relative job security of working in the public sector.
This set of personal tendencies was also highlighted later in the interview, 
when she stated:
7 could have worked in private schools if I’d wanted to....I suppose I’m a bit of 
a closet socialist, and would find that difficult... it’s not something that has 
ever appealed to me...” (Subject “B” interview, pp.457-8)
However, it was also clear that in her work role she derived most satisfaction 
from interfacing with the public:
“The best part of the job.... the face-to-face... if I could do Wantage surgery 
all day, every day...if I could do that interface with the public...one of the 
highlights for me is the two hours on a Friday morning...” (Subject “B” 
interview, p.463)
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This highlights the need identified by Grant (2007, 2008) and Grant et al
(2007) for public servants to have face-to-face access to the public, or at least 
some degree of realistic feedback from the end-users of their service.
Subject “C” appeared to acknowledge that his work role also provided a 
valuable service to the public:
"...It does us all a service because if we didn’t have this kind of department, 
Abingdon could turn into a shanty town...” (Subject “B” interview, p. 470)
However, in his particular case there was not a great deal of supporting or 
corroborating evidence regarding the concept of wanting to serve the public 
specifically -  it seemed to be more a case of being grateful for having found 
something useful and gainful to do in the last few years of his working life.
These statements overall reflect Perry’s (1997) observation regarding a 
specific set of motivators developed from a variety of experiences, associated 
with religion and professional life which combine to make a public service 
career so desirable.
They also fit closely with Brewer and Selden’s (1998, p.417) definition of ‘the 
motivational force that induces individuals to perform meaningful public 
service’
Subject “B” in particular clearly enjoyed the relatively small part of her job role 
that involved fact to face contact with the public. This corresponds with 
Grant’s (2008) concept of ‘prosocial impact’, illustrating the value of obtaining 
direct feedback on the impact of work.
4.2.3.5. Desire to work for an ethical organisation
Over and above the desire to serve the public and the desire to avoid the 
commercial pressures of the private sector, a further theme of “doing the right 
thing” became evident for three out of the four subjects.
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Subject “A” expressed positive views about the importance of working for an 
organisation which could be relied upon to behave appropriately in all 
circumstances:
“the public sector had a...fair ethos... we have a fairness thing, so if we enter 
into a contract... we enter into it fairly so we consider what it is and we deliver 
//..."(Subject “A” interview, p.436)
This is congruent with the ‘public service motivation fit’ observed by Steijn
(2008) and Vandenabeele (2006, 2008), with a positive correlation between 
the presence of public service motivation and the preferences expressed by 
prospective public service employees.
Subject “B” expressed similar sentiments about wanting to ‘do the right thing’, 
stating:
“..I do think handling people’s enquiries over their homes and what they can 
do to their homes ... is a worthwhile thing to do...” (Subject “B” interview, 
p.451)
Later in the same interview, she said:
"... any public service should be not down the lines of making money...” 
(Subject “B” interview, p.325)
These two sets of observations echo points raised by Perry and Wise (1990), 
Brewer and Selden (1998) and Rainey and Steinbauer (1999). Both 
respondents demonstrate not only a desire to ‘do the right thing’, but a 
deeper-seated ‘altruistic motivation to serve the interests of a community of 
people, a state, a nation or humankind’ (Rainey and Steinbauer, 1999, p.23)
Subject “D” did not comment directly upon being ethical, but it was evident 
from several of his comments that behaving ethically, or correctly, on behalf of 
an ethical organisation, was very important to him:
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“...I’m paid to make a professional judgement for the council... and decide 
whether something breaks the law or doesn’t...! have to use, for want of a 
better word, professional judgement” (Subject “D” interview, p.479)
Shortly afterwards, while explaining the importance of his work, he went on to 
say:
“...I, in a way ... can be seen to be partly the conscience of society ...I 
suppose I smooth down the edges in people’s personal interactions...” 
(Subject “D” interview, p.480)
There was also an inference that local government went further, and existed 
to provide local services in the best interests of the local people, despite the 
efforts of national government to impose national standards.
“...Whitehall is becoming more prescriptive about how services need to be 
delivered at a local level...I think primarily local government exists to provide 
local services to ... people. That’s why Whitehall gets really pi**ed off with us 
because we don’t all do things the same way and we don’t all do things the 
way Whitehall would like us to do them.” (Subject “D” interview, p.484)
These three statements taken together echo the findings of Hoggett (1996), 
Kirkpatrick and Ackroyd (2003) and Foster and Wilding (2000) regarding the 
relative failure of central government to bring about fundamental culture 
change at local level.
Subject “C” did not express any recognisably coherent views on this topic.
4.2.3.6. Concern at poor image of public sector workers
It became evident that all four of the subjects had strong views about the 
popular image of public servants:
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Subject “A” had worked in the public sector for 40 years, appeared proud to 
be a public servant, and expressed concern at low general public perceptions 
of public servants:
"... public sector workers are undervalued... I don’t mean undervalued by their 
pay because you ... know its not going to be good pay, but out there... in the 
private sector you get a lot more...” (Subject “A” interview, p.438)
It would have been interesting to have pursued this line of argument further, 
but it was outside the key purpose of the interviews at this stage, and hence 
not followed up as rigorously as it might have been. Undervalued by whom? 
the public? politicians ? colleagues? The answer is probably ‘all three’. 
Certainly Rubino-Hallman (2002) and Norris (2004), among others, refer to 
public service workers as having an image of being attracted by secure jobs, 
guaranteed regular pay and a safe pension, rather than being dedicated to the 
good of the public. This begs the question of what attracted this subject, and 
by implication many of her colleagues, into a public sector job in the first 
place, and why they stay. Do they enjoy the sector, or the work itself? How 
do they cope with not being appreciated by the end users of their service, who 
may well be different from the customers who actually pay their wages? This 
points back to Vandenabeele’s (2007, p.549) essential definition of public 
service motivation as ‘the belief, values and attitudes that go beyond self- 
interest and organizational interest’. In other words this might be stated as a 
strong belief in ‘doing the right thing regardless of the consequences’.
Subject “B” found some of the feedback and reactions from the public difficult:
" .... At the moment there seem to be a lot of complaints around... you ...go
home feeling ... like its been a rubbish day ... everybody’s a bit fed up 
because we just seem to be getting the sticky end of the stick...” (Subject “B” 
interview, p.460)
This is regrettable, but it might be seen as an inevitable consequence of the 
prosocial impact effect identified by Grant (2008), whereby public service
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workers do not always receive reliable feedback from the public regarding 
their work. In times of recession, any public servant who has to say ‘no’ to a 
member of the public will be at risk of receiving complaints, and occasionally 
abuse.
Subject “C” expressed strong views about the quality of the staff, but this time 
he used money as a proxy for esteem:
“.../ believe most public servants are underpaid for the professionalism and 
the qualification required to carry out the tasks required of them...” (Subject 
“C” interview, p.466)
Subject “D” did not specifically support or deny the view expressed by the 
other three subjects directly, but he contributed an interesting piece of 
additional information regarding international differences in the image of public 
servants:
7 met quite a few Americans, and they said it was very different....the view of 
people working in the public sector in America as opposed to in the UK is 
quite different, ...they’re regarded as being much lower status whereas here, 
relatively speaking... higher status...” (Subject “D” interview, p.489)
This particular observation is regarded as of particular interest to the current 
study as much of the literature regarding public servants reviewed in chapter 2 
comes from North America.
All of the views expressed or reported in this sub-section exhibit a strong echo 
of the concepts reported by Rubino-Hallman (2002, p.4) concerning the 
popular view of the public sector as “expensive overinflated bureaucracies of 
underpaid public servantsHowever, in this context Perry (2002, pp.485-60 
comes to the defence of the public sector employee and proposes that the 
stereotypical image of public service employees should be re-framed as f how 
are bureaucrats able to persist in the face of low rewards and a hostile 
environment?’
161
4.2.S.7. Concern at poor quality of (some) public sector workers
Subject “A ” expressed strong feelings about the overall quality of the public 
sector workforce and about those who were considered to be 
underperforming:
. .public sector people are dedicated to what they do and in the main they’re 
hard working...we should get rid of those that think they’re in an organisation 
that is just there to serve them and they’re going to ...cover as little as they 
can., just cruise through to their pension...but in the public sector we have lots 
of good people who are best placed to deliver services...” (Subject “A ” 
interview, p. 447)
Subject “D ” offered a similarly balanced picture of his colleagues:
“there are some people who I know put in as much or more effort than m e  ... 
equally I know there’s one or two shirkers ... sometimes the temptation to 
throttle them is almost overpowering.... You think ...’ how come this hasn’t... 
become apparent to anybody else?’...” (Subject “D” interview, p. 492)
Subject “B” was, perhaps, slightly more outspoken and took this further:
7 think in any government organisation, any school and any council building 
... there are people sitting there who are time-wasting and they’re getting paid 
the same as people who aren’t time-wasting... its just frustrating to think that 
some people don’t put in a lot of effort... and just take what they can without 
giving anything in return...” (Subject “B” interview, p. 459)
Subject “C ” had spent much of his working life in the private sector, before 
health problems forced a change of direction. He too expressed serious 
concern about the quality of the public sector workforce, although there was 
relatively little evidence in the interview transcript to support his opinions:
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"... I think it would be to everybody’s benefit if before anybody comes into ... 
the public sector they work in ... private industry...” (Subject “C” interview, p. 
471)
He later went on to say:
"... lots of people here wouldn’t survive in the outside world...” (Subject “C” 
interview, p.472)
Many observations concerning public service ethos and public service 
motivation reviewed in chapter 2 and highlighted earlier in the current chapter 
(e.g. Perry and Wise, 1990; Perry et al, 2006; Pratchett and Winfield, 1996), 
apply to the statements in this sub-section. However, in particular, Bellante 
and Link’s (1981) conclusion that employees who are “risk averse” tend to 
seek public sector roles to achieve greater levels of job security is borne out 
here. Evidently not all of these are seen as reaching the required standards 
by the four respondents, particularly respondent “C ”. This is another aspect of 
the ‘satisfaction with co-workers’ facet (Spector, 1997) identified in section
4.2.3.1.
4.2.4. Phase 1 - Summary and Conclusions
These four interviews appear to indicate a series of themes concerned with 
the motivations and opinions of “typically representative” public sector workers 
working in one local authority in southeast England. The themes might be 
summarised as follows:
• People go into public sector employment primarily for the safe job / 
convenient location aspects of the work.
• Later on as their length of service increases and/or they become older, 
the final salary pension scheme becomes increasingly attractive.
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• A desire to avoid private sector pressures exists, and this appears to 
be fairly constant and consistent regardless of age, grade or length of 
service.
• Feeling good about serving society / making a difference appears to be 
a key driver, and to become more prominent / stronger with age and 
length of service.
• Wanting to work for an ethical organisation (with “old fashioned 
values”) appears to be important for at least some of the staff, although 
this was not stated explicitly by all of the interviewees.
However, concern was expressed also about two negative aspects of public 
servants, and to some extent there is an element of overlap between these 
two points:
• Firstly, concern was expressed at the poor image of public sector 
workers among the public at large, and the way in which this image did 
not reflect the true situation.
• Secondly, and arguably somewhat of a contradiction, concern was also 
expressed, based upon personal experience, at the poor quality of 
parts of the public sector workforce and the perception that some 
colleagues were underperforming without incurring any penalties.
This initial analysis suggests that the concept of serving the public features 
strongly in at least three out of the four members of staff who participated, 
although their precise motives for seeking public sector employment in the 
first place were perhaps not always quite so clear or so altruistic.
The idea of selfless intervention in order to make the world a better place 
appears to be a relatively common theme, coupled with an appreciation of the
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fact that effective public servants cannot expect universal popularity as they 
strive to “do the right thing”.
All four subjects appeared to appreciate the benefits of being employed in the 
public sector, and common themes related to relative job security, a good 
pension scheme and an income that is not unreasonable but not excessive 
emerged in all four interviews. Interestingly, all four subjects also made a 
point of stating how much they valued their co-workers and their managers, 
(or direct supervisors) although they also pointed out that they felt that some 
of their colleagues were perhaps not working as hard as they might. This 
suggests that whilst they valued the safe employment conditions, there was a 
feeling that perhaps there was rather too much safety and security for under­
performers and the application of a little more managerial rigour in dealing 
with this situation might be appreciated.
There appeared to be a finely-balanced interplay between valuing the 
employment package and valuing the opportunity to make a contribution to 
society, although there also appeared to be some contradictions in identifying 
precisely what was meant by “society”. Subject “A ” was the only one of the 
four who did not have any customer-facing duties as part of her role. She in 
particular provided evidence of being dedicated to making the world a better 
place by applying her strongly-held views about how society should be and 
how it should function. In contrast to this, subjects “B”, “C ” and “D” appeared 
extremely aware, through frequent interface with the public, of the highs and 
lows of being perceived as the human face of the local authority.
It is possible to construct numerous links between the outcomes of these 
interviews and the growing body of literature on the subject of public service 
ethos. In particular, there are evident links with the five characteristics of 
public service ethos identified by Pratchett and Wingfield (1996) in their 
landmark UK-based study as follows:
• Accountability: acceptance of the legitimacy of political structures and 
the processes of democratic government.
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• Bureaucratic behaviour: applying Webberian bureaucratic behaviour 
at all times, displaying honesty, integrity, impartiality and objectivity.
• Public interest: acting in the interests of the community served, even if 
these conflict with the interests of their employing organisation.
• Motivation: an altruistic feeling of accomplishing something 
worthwhile, balanced by a desire for reasonable personal 
remuneration.
• Loyalty: managing conflicting loyalties to one’s department, employer, 
profession, general institution and the community.
4.3. Phase 2 - Quantitative study (n=74)
4.3.1 Phase 2 - Introduction
Whereas the overall purpose of this study was to explore issues related to 
public service ethos, job satisfaction and voluntary turnover intention (intention 
to stay) among a group of “typical” public sector workers employed by a 
“typical” local government authority, this quantitative phase of the study was 
intended specifically to explore possible relationships between the variables of 
“job satisfaction” and “voluntary turnover intention (intention to stay”, with the 
added dimension of “public service ethos” as a possible moderating variable. 
In sections 4.3 to 4.10 inclusive, the responses from 74 employees are 
analysed in an attempt to identify such relationships. The demographic profile 
of the respondents is explored initially to identify the extent to which the 
respondents are representative of the overall staff group, before drawing out 
trends and relationships and testing the hypotheses stated earlier, in chapter
3. Further analysis is described in section 4.11.
4.3.2 Initial data collection and analysis
In total 74 usable completed responses were received from the V W H D C  staff, 
representing approximately 25% of the total staff. The questionnaires were 
relatively lengthy, with a total of 57 questions, and this might have contributed 
to the relatively low response rate. In addition, some of the questionnaires
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were not quite completed in full, so occasional gaps appeared in the data 
available for analysis.
The qualitative phase of the study was intended to identify three sets of 
variables in an attempt to understand the current situation and to identify 
whether there was any relationship between them. The three sets of variables 
were: ‘job satisfaction’, ‘voluntary turnover intention (intention to stay)’ and 
‘public service ethos’.
4.3.2.1 The respondents
The questionnaire contained several demographic questions intended to 
make it possible to identify different trends between various segments of the 
workforce whilst taking care to ensure that respondents could preserve their 
anonymity if they wished to do so. However, as a consequence of the 
relatively low response rate, it was considered appropriate to merge some of 
the data categories in order to produce fewer, larger, and therefore more 
robust categories for analysis. As a general rule, the intention was to have 
categories containing at least 30 people, although this was not always 
practicable.
Figures supplied by the organisation (VWHDC) provided the following 
analysis of the total staff under 5 different headings, reflecting the categories 
used in the study (please note that there are slight variations in the totals due 
to suspected non-reporting of data):
• Age: 18-29 (39), 30-39 (69), 40-49 (78), 50+ (108); total = 294
• Gender: male (124), female (172); total = 296
• Type of employment: temporary or fixed-term (31), permanent full-time 
(179) permanent part-time (85); total = 295
• Grading band: 1-3 (58), 4-6 (135), 7-10 (75), 11-14 (6), 15 + (22); total 
= 296
• Time with current employer: <1 year (38), 1-4 years (96), 5-9 years 
(78), 10+ years (85); total = 297
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Taking each of these in turn and comparing them with the details entered on 
the questionnaires it is possible to form a judgement about the extent to which 
the answers were likely to be representative of the views of the entire staff.
Table 4.2: Analysis of V W H D C  sample by age group (n=74)
Age category 18-39 40+ Total
Respondents 37 (51.4%) 35 (48.5%) 72 (99.9%)
Total staff 108 (36.8%) 186 (63.2%) 294 (100%)
(Note: incomplete data sets - age-related details unavailable for 6 out of the 300 staff and 2 
out of the 74 respondents)
Source: this study / V W H D C
The analysis of the sample by age group as shown in table 4.2 suggests that 
the views of the younger members of staff, aged 18 to 39, were somewhat 
over-represented, and the views of the older age group, aged 40+, appear to 
have been similarly under-represented.
Table 4.3: Analysis of V W H D C  sample by gender (n=74)
Gender Male Female Total
Respondents 28 (38.9%) 44 (61.1%) 72 (100%)
Total staff 124 (41.9%) 172 (58.1%) 296(100%)
(Note: incomplete data sets - age-related details unavailable for 4 out of the 300 staff and 2 
out of the 74 respondents)
Source: this study / V W H D C
The analysis of the sample by gender as shown in table 4.3 suggests that the 
split between males and females among the respondents mirrors the overall 
profile of the organisation quite closely, with apparently a marginal over 
representation of females in the sample.
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Table 4.4: Analysis of VWHDC sample by type of employment (n=74)
Category T emp / 
fixed term
Permanent 
full time
Permanent 
part time
Total
Respondents 7 (9.8%) 53 (73.8%) 12 (16.7%) 72 (100.1%)
Total Staff 31 (10.5%) 179 (60.7%) 85 (28.8%) 295 (100%)
(Note: incomplete data sets - employment type-related details unavailable for 5 out of the 300 
staff and 2 out of the 74 respondents)
Source: this study / V W H D C
The analysis of the sample by type of employment contract as shown in table
4.4 suggests that the views of the temporary / fixed term contract staff might 
have been under-represented very marginally, the views of the permanent 
part-time staff appear to have been somewhat under-represented, and the 
views of the permanent full-time staff seem to have been similarly over­
represented. However, the relatively small size of the membership of two out 
of these three categories calls into question the degree of robustness of the 
sub-divisions, and it would not be prudent to place much reliance on the 
representativeness of this part of the data set.
Table 4.5: Analysis of V W H D C  sample by grading band (n=74)
Grading
Band
1 to 6
(relatively junior)
7+
(team leader or above)
Total
Respondents 37 (63.8%) 21 (36.1%) 58 (99.9%)
Total staff 193 (65.2%) 103 (34.7%) 296 (99.9%)
(Note: incomplete data sets - grade-related details unavailable for 4 out of the 300 staff and 
16 out of the 74 respondents)
Source: this study / V W H D C
The analysis of the sample by grading band as shown in table 4.5 suggests 
that the views of both the lower-graded members of staff, those on bands 1-6, 
and those of the more senior members of staff, on band 7 and above, seem at 
first glance to have been represented proportionately. However, it should be 
borne in mind that there were in addition a further 9 respondents who opted 
for the default “prefer not to say” response, and also 7 respondents who opted
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not to enter any response at all to this question. In the light of this, it is not 
possible to state with any degree of clarity precisely how representative the 
respondents might be in terms of grading band.
Table 4.6: Analysis of V W H D C  sample by time with current employer (n=74)
Time band < 4 years 5 + years Total
Respondents 37 (51.4%) 35 (48.6%) 72 (100%)
Total staff 134 (45.1%) 163 (54.9%) 296 (99.9%)
(Note: incomplete data sets - time-related details unavailable for 4 out of the 300 staff and 2 
out of the 74 respondents)
Source: this study / V W H D C
The analysis of the sample by time with current employer is shown in table 
4.6. This suggests that members of staff with less than 4 years’ service with 
the council were slightly over-represented, and those with longer service - 5 
years or more - were slightly under-represented.
Overall, it may be concluded that whilst the sample of respondents might not 
be perfectly representative in terms of these five dimensions, it is probably 
reasonably close, bearing in mind a slight bias towards over-representation of 
younger female staff on permanent full-time contracts in the upper grading 
bands and with a relatively short period of employment with their current 
employer.
4.3.2.2 Job satisfaction
Job satisfaction is an elusive concept which has been subject to a great deal 
of scrutiny and debate in recent years.
This study adopted a tried and tested American instrument (Spector’s 1997 
‘Job Satisfaction Survey’) and with slight modifications to anglicise some of 
the English, it constituted questions 1 to 36 inclusive of the questionnaire.
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There are in total nine different facets of job satisfaction which are measured 
by this instrument, and between them they also provide an overall picture of 
total job satisfaction. Because it is an internationally-renowned instrument 
there are well-authenticated norms against which individual sets of findings 
can be compared.
The nine facets are:
• Pay (satisfaction with pay and pay raises)
• Promotion (satisfaction with promotion opportunities)
• Supervision (satisfaction with the person’s immediate supervisor or line
manager)
• Fringe benefits (satisfaction with fringe benefits)
• Contingent rewards (satisfaction with rewards - not necessarily 
monetary - given for good performance)
• Operating conditions (satisfaction with rules and procedures)
• Co-workers (satisfaction with co-workers or colleagues)
• Nature of the work (satisfaction with the type of work done)
• Communication (satisfaction with communication within the
organization)
For each of these 9 facets or dimensions there are 4 different questions in the 
questionnaire, and a mean score for each facet is calculated by taking the 
means of the scores for each set of four questions. Similarly, the overall 
mean score for job satisfaction is calculated by taking the overall mean of the 
scores for the 9 facets (or in other words the mean of the mean scores for the 
responses for all 36 questions).
In each case, the higher the score, the greater is the degree of job 
satisfaction. Theoretically, it is possible for the scores for each of these 
dimensions to be as low as 1 indicating extreme dissatisfaction or as high as 6 
indicating extreme satisfaction. In reality for most people there is a tendency 
to have scores somewhere in between these extremes, and the greater the
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number of respondents the lesser the likelihood of having extreme mean 
scores overall.
Table 4.7 below shows the mean scores from the study carried out with the 74 
local authority (VWHDC) staff who responded compared with the norms 
based on a total of 8,113 individuals from 52 samples reported by Spector 
(1997).
Table 4.7: Mean scores for job satisfaction, V W H D C  sample (n=74)
Facet / dimension Published results 
(Spector, 1997)
V W H D C  results Difference
Pay 2.95 3.04 +.09
Promotion 3.00 2.64 -.36
Supervision 4.80 4.70 -.10
Fringe benefits 3.55 3.23 -.32
Contingent rewards 3.43 3.38 -.05
Operating conditions 3.38 3.06 -.32
Co-workers 4.58 4.40 -.18
Nature of work 4.80 4.42 -.38
Communications 3.60 3.33 -.27
Total JS 3.80 3.65 -.15
Note: Scores are based on a 6-point Likert scale, where 1 = ‘disagree very much’ and 6 = 
'agree very much’. Effectively, the higher the score, the higher the level of satisfaction
Source: Spector 1997 / this study
These findings suggest that overall the level of total job satisfaction was 
slightly lower than might have been expected.
• For each of the 9 facets, the only facet in which satisfaction was found 
to be higher than might be expected was "pay”, and even here the 
difference was only relatively slight.
• For the following three dimensions the level of satisfaction was slightly 
below the norm: “supervision”,” contingent rewards” and “co-workers”.
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• For the remaining five dimensions the level of satisfaction appears to 
be quite noticeably below the norm: “promotion”, “fringe benefits”, 
“operating conditions”, “nature of work” and “communication”.
• This is broadly in line with the expectations set out in section 2.5, 
although it had been anticipated that the scores for “co-workers” and 
“nature of work” might have been higher.
4.3.2.3. Voluntary turnover intention (intention to stay)
Voluntary turnover intention (intention to stay) is considered to be another 
rather elusive concept which exists in the mindsets of individual employees, 
and which only manifests itself in a typical employment situation when an 
individual employee actually resigns.
This study adopted another American instrument (Price’s 4 questions taken 
from “Reflections on the determinants of voluntary turnover” published in 
2001). These four questions formed questions 37 to 40 of the questionnaire. 
Reflecting the original format of the questions to enable comparisons to be 
made, a 5-point Likert scale was adopted. The higher the score, the greater 
would be the likelihood that individuals would intend to stay with the 
organisation. In theory a score as low as 1 would indicate an intention to 
leave immediately, whilst a score of 5 would indicate an intention to remain 
constantly with the same organisation.
Table 4.8 shows the mean scores from the study carried out with the 74 
V W H D C  staff who responded compared with the norms published from the 
original studies reported by Price (2001) carried out in the 1980s and early 
1990s.
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Table 4.8: Mean scores for voluntary turnover intention (intention to stay) - V W H D C  
sample (n=74)
Published results 
(Price, 2001)
V W H D C
results
Difference
Voluntary turnover intention 
(stay / quit)
2.29 2.92 +.63
Note: Scores are based on a 5-point Likert scale, where 1 = ‘strongly disagree’ and 5 = 
‘strongly agree'. Effectively, the higher the score, the higher the intention to stay.
Source: Price 2001 / this study
This finding suggests that despite the overall slightly lower level of total job 
satisfaction (see section 4.3.2.2 above) there was evidence that the intention 
to stay was high at 2.92 out of a possible 5, suggesting that staff were 
considerably more likely to remain with the organisation than might have been 
expected from the norm as represented by Price (2001).
4.3,2.4 Public service ethos
There has been much speculation in recent years concerning the existence of 
a specific ‘public service ethos’ which might somehow differentiate public 
sector workers from others. The qualitative one-to-one semi-structured 
interviews reported earlier in this chapter attempted to capture this concept in 
the context of the V W H D C  staff, and led to the incorporation of a set of 
questions into the pilot study questionnaire which proved subsequently to be 
problematic (See chapter 3).
The literature on this topic is somewhat contradictory, but a recent publication 
by Lyons et al (2006) suggested that there was still a difference despite the 
impact of several waves of public sector reform dating back at least as far as 
the 1980s.
This was taken as the fresh starting point for identifying a series of statements 
related to the following concept:
“Public service ethos is about the individual contributing to the public good 
through subordinating personal and organizational interests to the pursuit of
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the welfare of society under guidance from principles and with the obligation 
of accountability. ”
Following a series of workshops with groups of volunteer public sector 
workers during the latter stages of 2007 a set of 5 statements relating to this 
concept emerged, and these featured as questions 41 to 45 on the 
questionnaire. The workshop with volunteers from V W H D C  took place at 
Abbey House, Abingdon, on 3 December 2007.
As these were new questions it was not possible to predict in advance the 
mean scores for these questions, but it was anticipated that for public sector 
employees the scores would be relatively high on a scale of 1 to 5, with 1 
indicating very low public service ethos and 5 indicating very high public 
service ethos. The mean score for this dimension can be seen in table 4.9 
below.
Table 4.9: Mean scores for public service ethos - V W H D C  sample (n=74)
Published results V W H D C
results
Difference
Public service ethos N/A - this is a new 
concept identified 
as a result of the 
Q-sort exercise
3.89 N/A
Note: Scores are based on a 5-point Likert scale, where 1 = 'strongly disagree’ and 5 = 
‘strongly agree’. Effectively, the higher the score, the higher the level of Public Service Ethos.
Source: Q  sort exercise / this study
This finding suggests that the overall public service ethos at V W H D C  is rather 
high, with a score of 3.89 out of a possible 5, indicating that staff tended to 
believe in what they were doing, even if they did not necessarily feel very 
satisfied about their actual jobs perse.
4.3.2.5 Summary: initial data analysis - V W H D C  sample (n=74)
Taking these three sets of scores together, it would appear that with the 
marginal exception of issues related to pay, the staff at V W H D C  were to a 
greater or lesser extent dissatisfied with various aspects of their jobs, although
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this dissatisfaction did not appear to have reached crisis level yet. Having 
stated this, there appears to have been quite a high level of intention to stay 
with the organisation and overall there seems to be evidence of quite a strong 
belief in the ideals of public service.
4.4 Preliminary analysis of V W H D C  data set (n=74) by demographic 
variables
The way in which the data were captured facilitated an initial analysis of the 
mean scores for job satisfaction, voluntary turnover intention and public 
service ethos in terms of the eight different demographic variables captured in 
questions 46 to 53 inclusive.
4.4.1 Job satisfaction
The mean scores for job satisfaction (responses to questions 1 to 36 
inclusive) were analysed by age (2 categories), gender (2 categories), main 
earner status (2 categories), type of employment (4 categories), grading band 
(3 categories), length of time with current employer (2 categories), length of 
time in the public sector (2 categories) and private sector experience (2 
categories). The analysis is shown below in table form in table 4.10.
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Table 4.10: Job satisfaction analysed by 8 demographic variables -  VWHDC sample
(n=74)
Variable Category n = JS mean C o m m e n t s
Age 18-39 years 37 3.5891
40+ years 35 3.6179 above sample mean
Gender Male 28 3.6801 above sample mean
Female 44 3.5541
Main earner? Yes 39 3.6631 above sample mean
No 31 3.5352
Type of employment Temporary 3 4.0583 above sample mean
Fixed 4 3.5067
Permanent full time 53 3.6226 above sample mean
Permanent part time 12 3.4352
Grading band Grades 1 - 6 37 3.5275
Grades 7 - 1 5 + 21 3.6726 above sample mean
rather not say 16 3.5681
Time with employer 0 - 4  years 37 3.6856 above sample mean
5 + years 35 3.5159
Time in public service 0 - 4  years 24 3.7177 above sample mean
5 + years 48 3.5458
Private sector experience? Yes 54 3.6721 above sample mean
No 18 3.3960
Total sample mean job satisfaction 72 3.5804
(Spector's mean =3.8)
(Not all totals add up to 74 due to incomplete data sets)
Note: Scores are based on a 6-point Likert scale, where 1 = ‘disagree very much’ and 6 = 
‘agree very much’. Effectively, the higher the score, the higher the level of satisfaction
Source: Spector 1997 / this study
It should be noted that relatively higher job satisfaction levels for this 
organisation were reported by staff in the following categories:
• those in the 40+ age group,
• males,
• the main earners in their households,
• staff either on temporary contracts or with permanent full-time contracts 
(although these details are based upon rather small samples and are 
therefore somewhat unreliable),
• staff on relatively high salaries in the banding of grades 7 and above,
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• staff with under 4 year’s service with their current employer and in the 
public sector in general, and
• those with previous experience in the private sector.
4.4.2 Voluntary Turnover Intention (intention to stay)
The mean scores for voluntary turnover intention (intention to stay) 
(responses to questions 37 to 40 inclusive) were analysed next in the same 
way by age (2 categories), gender (2 categories), main earner status (2 
categories), type of employment (4 categories), grading band (3 categories), 
length of time with current employer (2 categories), length of time in the public 
sector (2 categories) and private sector experience (2 categories).
The analysis is shown below in table form in table 4.11.
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Table 4.11: Voluntary Turnover Intention (intention to stay) analysed by 8 demographic 
variables - V W H D C  sample (n=74)
Variable Category n VTI mean Comm e n t s
Age 18-39
40+
37
35
2.7806
3.2185 above sample mean
Gender Male
female
28
44
2.9159
3.0428 above sample mean
Main earner? Yes
No
39
31
2.9615
3.0047 above sample mean
Type of employment temporary
Fixed
permanent full time 
permanent part time
3
4 
53 
12
2.2500
3.3125
2.8590
3.4167
*
above sample mean 
above sample mean
Grading band grades 1- 6  
grades 7+ 
rather not say
37
21
16
3.2034
2.6667
2.8000
above sample mean
Time with current employer 0 - 4  years 
5 + years
37
35
2.9360
3.0541 above sample mean
Time in public service 0 - 4  years 
5 + years
24
48
2.9638
3.0082 above sample mean
Private sector experience? Yes
No
54
18
3.1718
2.4583
above sample mean
Total mean voluntary turnover intention 
(intention to stay)
(Price's mean =2.29)
72 2.9661
* below Price’s mean
(Not all totals add up to 74 due to incomplete data sets)
Note: Scores are based on a 5-point Likert scale, where 1 = ‘strongly disagree’ and 5 = 
‘strongly agree’. Effectively, a higher score means a higher intention to stay.
Source: Price 2001 / this study
It should be noted that voluntary turnover intention (intention to stay) scores 
higher than the mean (i.e. high intention to stay with the organisation) were 
reported by staff in the following categories:
• those in the 40+ age group,
• females,
• those who were not the main earners in their households,
• staff on either fixed term contracts or with permanent part-time 
contracts (although the numbers involved here are relatively small),
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• staff on the relatively low salaries in grades 1 to 6,
• staff with up to 4 year’s service with both their current employer and the 
public sector in general, and
• those with private sector experience.
Out of these, all of the categories had a mean voluntary turnover intention 
(intention to stay) score higher than the expected level of 2.29 identified in 
Price’s original studies with the exception of the very small group on 
temporary contracts, who might have been expected to have less commitment 
to the organisation due to their employment status in any case.
4.4.3 Public Service Ethos
The mean scores for public service ethos (responses to questions 41 to 45 
inclusive) were analysed in the same way by age (2 categories), gender (2 
categories), main earner status (2 categories), type of employment (4 
categories), grading band (3 categories), length of time with current employer 
(2 categories), length of time in the public sector (2 categories) and private 
sector experience (2 categories).
The analysis is shown below in table form in table 4.12.
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Table 4.12: Public service ethos analysed by 8 demographic variables -  VWHDC
sample (n=74)
Variable Category n PSE mean C o m m e n t s
Age 18-39
40+
37
35
3.8405
3.9314 above V W H D C  mean
Gender Male
Female
28
44
3.9214
3.8614
above V W H D C  mean
Main earner? Yes
No
39
31
3.9282
3.8387
above V W H D C  mean
Type of employment Temporary
Fixed
Permanent fulltime 
Permanent part time
3
4 
53 
12
3.7333
3.7500
3.9038
3.8833
above V W H D C  mean
Grading band Grades 1-6 
Grades 7 + 
Rather not say
37
21
16
3.8027
3.9041
4.0800
above V W H D C  mean 
above V W H D C  mean
Time with current employer 0 - 4  years 
5 + years
37
35
3.8676
3.9029 above V W H D C  mean
Time in public service 0 - 4  years 
5 + years
24
48
3.8125
3.9208 above V W H D C  mean
Private sector experience? Yes
No
54
18
3.9056
3.8222
above V W H D C  mean
Total mean public service ethos
(This is a new construct, thus no prior-existing norms
72
are a
3.8890 
vailable for cc>mparison purposes)
(Not all totals add up to 74 due to incomplete data sets)
Note: Scores are based on a 5-point Likert scale, where 1 = 'strongly disagree’ and 5 = 
‘strongly agree’. Effectively, the higher the score, the higher the level of Public Service Ethos.
Source: Q  sort exercise / this study
It should be noted that public service ethos scores higher than the mean for 
this organisation were reported by staff in the following categories:
• those in the 40+ age group,
• males,
• those who were the main earners in their households,
• staff on permanent full-time contracts,
• staff on the relatively high salaries in grades 7 and above, as well as 
those who preferred not to disclose their pay grade,
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• staff with 5 years or more service with the organisation, and similarly 
those with 5 years or more service with the public sector in general, 
and
• those with private sector experience.
As this was a new construct, it was not possible to compare the actual scores 
with any previous findings.
4.4.4 Combined analysis of job satisfaction, voluntary turnover intention 
(intention to stay) and public service ethos - V W H D C  sample (n=74)
Taking together the mean scores for all three concepts - job satisfaction 
(questions 1 to 36 inclusive), voluntary turnover intention (intention to stay) 
(questions 37 to 40 inclusive) and public service ethos (questions 41 to 45 
inclusive) and analysing them together produces a picture of the profile of the 
respondents.
The analysis was carried out in the same way: by age (2 categories), gender 
(2 categories), main earner status (2 categories), type of employment (4 
categories), grading band (3 categories), length of time with current employer 
(2 categories), length of time in the public sector (2 categories) and private 
sector experience (2 categories).
The analysis is shown below in table form in table 4.13.
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Table 4.13: Job satisfaction, voluntary turnover intention (intention to stay) and public 
service ethos analysed by 8 demographic variables - V W H D C  sample (n=74)
Variable Category n JS mean VTI m ean PS E  m e a n
Age 18-39 37 3.5891 2.7806 3.8405
40 + 35 3.6179 3.2184 3.9314 ;
Gender Male 28 3.6801 \ 2.9159 3.9214
Female 44 3.5541 3.0428 3.8614
Main earner? Yes 39 3,6631 2.9615 3.9282
No 31 3.5352 3.0047 3.8387
Type of employment Temporary 3 4.0583 2.2500 3.7333
Fixed 4 3.5067 3.3125 3.7500
Permanent full time 53 3.6226 2.8590 3.9038
Permanent part time 12 3.4352 3.4167 3.8833
Grading band Grades 1-6 37 3.5275 3.2034 3.8027
Grades 7 + 21 3.6726 2.6667 3.9041
Prefer not to say 16 3.5681 2.8000 4.0800
Time with employer 0 - 4  years 37 3.6856 2.9360 3.8676
5 + 35 3.5159 3.0541 3.9029
Time in public service 0 - 4  years 24 3.7177 2.9638 3.8125
5 + years 48 3.5458 3.0082 3.9208
Private sector experience? Yes 54 3.6721 3.1718 3.9056
No 18 3.3960 2.4583 3.8222
Total means 3.5804 2.9661 3.8890
Expected means 3.8000 2.2900 n/a
(N.B. not all totals add up to 74 due to incomplete data sets) 
Source: this study
From this it can be seen that scores consistently above the mean for this 
organisation across all 3 concepts were recorded for:
• staff in the 40 + category, and
• staff with experience of working in the private sector at some time in 
their careers.
This preliminary descriptive analysis reveals some interesting details, but 
much deeper statistical analysis is necessary in order to understand the 
situation further, and to identify any correlations which might exist between the 
variables.
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4.5 Reliability of data - V W H D C  sample (n=74)
The initial Cronbach alpha scores calculated for the pilot study results 
indicated a high level of reliability overall, broadly consistent with the alphas 
found by the original researchers for questions 1 to 36 inclusive (Spector, 
1997) and 37 to 40 inclusive (Price, 2001). The alphas were calculated again 
for the main field study and found to be equally high for both ‘job satisfaction’ 
(.89) and ‘voluntary turnover intention (intention to stay)’ (.87). The ‘public 
service ethos’ questions were new and there was no earlier figure with which 
these could be compared as they has been generated via the Q-sort process 
that had taken place subsequent to the pilot study. The overall alpha for these 
five questions was disappointingly low at .59, somewhat lower than the 
normally accepted level of .7. The alphas were also low for three out of the 
nine facets of job satisfaction, with .55 for “operating conditions”, .673 for 
“communication” and .691 for “co-workers”. However, there appeared to be 
no realistic alternative to accepting this situation for the purposes of the 
current investigation
These figures are shown in summary form in table 4.14 and can be seen in 
more detail in Appendix 13 (p.495).
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Table 4.14: Cronbach Alpha scores for job satisfaction, voluntary turnover intention 
(intention to stay) and public service ethos - V W H D C  sample (n=74) (showing the 
individual scores for the 9 separate facets of job satisfaction).
Facet / dimension / variable Cronbach alpha score
Pay .835
Promotion .772
Supervision .805
Fringe benefits .827
Contingent rewards .771
Operating conditions .515
Co-workers .691
Nature of work .736
Communication .673
Total job satisfaction .890
Voluntary turnover intention .870
Public service ethos .591
Note: the 9 individual facets of job satisfaction shown in italics are sub-sets, and combined 
together they provide the score for total job satisfaction
Source: this study
4.6 Distribution of data
Having established that the respondents were reasonably representative of 
the overall staff, and the reliability of the key questions was of a good 
standard overall, the next stage of the analysis was to test the distribution of 
the data to determine whether or not it was normally distributed.
The principal method of determining the extent to which the distribution of a 
set of data is either normal or not normal is to carry out a Kolmogorov- 
Smirnov (KS) test. The KS test assesses the normality of the distribution of 
the scores. The key result in this test is the level of significance; a non­
significant result, with a sig value in excess of .05 indicates a normal 
distribution.
Analyses were carried out individually for the mean scores of all nine of the 
separate facets of job satisfaction, as well as for the overall job satisfaction 
score and the scores for voluntary turnover intention (intention to stay) and 
public service ethos.
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A  summary of the key findings can be seen in table 4.15, and full details can 
be seen in Appendix 14 (p.510).
Table 4.15: Kolmogorov-Smirnov significance levels for job satisfaction, voluntary 
turnover intention (intention to stay) and public service ethos - V W H D C  sample (n=74) 
(a non-significant level of .05 or higher indicates a normal distribution).
Facet / dimension 1 variable K S  significance level Distribution
Pay .200 Normal
Promotion .200 Norma!
Supervision .000 Not normal
Fringe benefits .200 Normal
Contingent rewards .200 Normal
Operating conditions .006 Not normal
Co-workers .067 Normal
Nature of work .005 Not normal
Communications .200 Normal
Total job satisfaction .200 Normal
Voluntary turnover intention .200 Normal
Public service ethos .002 Not normal
Source: this study
The results of the Kolmogorov-Smirnov tests on the data indicate that there 
are normal distributions for ‘total job satisfaction’ and ‘voluntary turnover 
intention (intention to stay)’, but the distribution for ‘public service ethos’ is not 
normal.
Looking at the nine facets that combine to make up the total job satisfaction 
score, six of these have normal distributions and three do not. The six with 
normal distributions are pay, promotion, fringe benefits, contingent rewards, 
co-workers, and communication. The three for which the distributions are not 
normal are: supervision, operating conditions, and nature of work.
4.7 Testing the hypotheses: V W H D C  data set (n=74)
Having established the extent to which the data distribution may be regarded 
as normal, it is possible to proceed to analyse the data set to determine
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whether the hypothesised relationships between the three variables - job 
satisfaction, voluntary turnover intention (intention to stay) and public service 
ethos - actually exist.
Where there is a normal distribution this means that it is possible to use 
parametric tests. These are much more powerful and sensitive than the non- 
parametric tests that need to be used with a non-normal distribution (Pallant, 
2001) and increase the likelihood of identifying differences between groups. 
For identifying correlations in data sets with normal distributions, the 
parametric test of choice is Pearson’s product-moment correlation. However, 
for data with non-normal distributions, the less powerful but more robust non- 
parametric alternative of Spearman’s Rank Order Correlation should be used.
Regardless of whether Pearson’s or Spearman’s correlation is used, the 
strength of the relationship (r) must be identified. Perfect correlation is either
1.00 or -1.00 depending upon whether the correlation is positive or negative. 
If there is a correlation value of 0.00 this shows that there is no relationship 
whatsoever. In reality most correlations are somewhere between 0.00 and
1.00 or between 0.00 and -1.00. There are two competing systems for 
analysing the strength of correlations, by Cohen (1988, cited in Pallant, 2001), 
and Hair et al (2003), as shown below:
Rules of thumb in interpreting the strength of correlation coefficients
Cohen (1988) Hair et al (2003)
Small correlation: r = +/-. 10 to +/-.29 
Medium correlation: r- +/-.30 to +/-.49 
Large correlation: r = +/-.50 to +/-1.0
No correlation: r = +/-.00 to +/-.20 
W e a k  correlation: r= +/-.21 to +/-.40 
Moderate correlation: r- +/-.41 to +/-.60 
Strong correlation: r= +/-.61 to +/-.80 
Very strong correlation: r= +/-.81 to +/-1.0
Source: Cohen (1988 in Pallant, 2001) I Hair et al (2003)
The current analysis requires determination of any relationships between job 
satisfaction, voluntary turnover intention (intention to stay) and public service 
ethos.
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Pearson correlation is a technique to explore the strength of the relationship 
between two continuous variables. The outcome indicates both the strength 
and the direction of the relationship. Put simply, if an increase in one variable 
is reflected by an increase in the other variable, there is a positive correlation. 
Alternatively, if one variable increases while the other decreases, this shows a 
negative correlation.
4.7.1 The relationship between job satisfaction and voluntary turnover 
intention (intention to stay)
• H10. There is no relationship between level of job satisfaction and
voluntary turnover intention (intention to stay)
• H1a. There is a relationship between level of job satisfaction and voluntary 
turnover intention (intention to stay)
Figure 4.1 Is a scatter plot generated from the mean job satisfaction and 
voluntary turnover intention scores (i.e. the mean of the answers to questions 
1 to 36 inclusive and the mean of the answers to questions 37 to 40 inclusive 
for each respondent).
Figure 4.1: Scatterplot showing the relationship between job satisfaction and voluntary 
turnover intention (intention to stay) scores for all respondents - V W H D C  sample 
(n=74).
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Source: this study
J o b  S a tis fa c tio n  a n d  V o lu n ta ry  T u rn o v e r  In te n tio n
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A  visual inspection of the plot indicates that there appears to be a slight 
positive correlation, albeit not a very strong one. If the data points were neatly 
arranged in a narrow cigar shape this would indicate a strong correlation; the 
fact that they are spread over a relatively wide area suggests otherwise. The 
relatively even shape of the cluster suggests that the assumption of 
homoscedasticity is not violated. Having stated this, there are clearly a few 
outliers at the extreme ends of the ‘voluntary turnover intention (intention to 
stay)’ scale (shown in this figure as ‘staymean’), so it would not be easy to 
produce a clear-cut conclusion based upon these results. -
Very simply, it appears from an initial visual inspection that in general terms 
the higher the level of job satisfaction the higher the intention to stay, but there 
are some notable exceptions to this rule.
This correlation can be calculated by taking the data for total job satisfaction 
(the mean of the answers to questions 1 to 36 inclusive) and comparing this 
with the data for voluntary turnover intention (intention to stay) (the mean of 
the answers to questions 37 to 40 inclusive), and carrying out a Pearson 
correlation analysis, as shown in table 4.16.
Table 4.16: Pearson Correlation analysis for m ean job satisfaction and voluntary 
turnover intention (intention to stay) s c o r e s - V W H D C  sample (n=74).
jsmean staymean
jsmean Pearson
Correlation 
Sig. (2-tailed) 
N
staymean Pearson
Correlation 
Sig. (2-taiied) 
N
1
74
.393(**)
.001
73
.393(**)
.001
73
1
73
** Correlation is significant at the 0.01 level (2-tailed). 
Source: this study
There is shown to be a significant positive correlation of .393, indicating that 
higher levels of job satisfaction are linked with higher levels of intention to stay
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within the organisation. The fact that the correlation is significant at the .01 
level means that this result would come true 99 times out of every hundred. 
Cohen (1988, cited in Pallant, 2001) would describe this correlation as 
‘medium’, whilst Hair et al (2003) would describe it as ‘weak’.
Thus the null hypothesis can be rejected - there was a weak or medium 
positive correlation between job satisfaction and voluntary turnover intention.
4.7.2. The relationship between job satisfaction and public service ethos
• H20. There is no relationship between level of job satisfaction and public 
service ethos.
• H2a. There is a relationship between level of job satisfaction and public 
service ethos.
A graphical representation of the scores for job satisfaction and public service 
ethos (figure 4.2) provides no clear indication of any correlation at all. In other 
words, there does not seem to be any relationship between the two variables.
Figure 4.2: Scatterplot showing the relationship between job satisfaction and public 
service ethos scores for all respondents - V W H D C  sample (n=74).
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Source: this study
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This can be verified more objectively by taking the data for total job 
satisfaction (the mean of the answers to questions 1 to 36 inclusive) and 
comparing this with the data for public service ethos (the mean of the answers 
to questions 41 to 45 inclusive), and carrying out a correlation analysis, as 
shown in table 4.17.
Table 4.17: Spearman’s Correlation analysis for mean job satisfaction and public 
service ethos scores - V W H D C  sample (n=74).
jsmean pubmean
Spearman's rho jsmean Correlation
Coefficient
1.000 -.075
Sig. (2-tailed) 
N 74
.529
73
pubmean Correlation
Coefficient
-.075 1.000
Sig. (2-tailed) 
N
.529
73 73
Source: this study
There is shown to be a non- significant negative correlation of -.075, which 
might be described as ‘weak’ (Cohen, 1988, cited in Pallant, 2001) or ‘non­
existent’ (Hair et al, 2003), indicating that there is probably no real relationship 
at all between levels of job satisfaction and public service ethos, but if there js 
a relationship it is one whereby as job satisfaction increases, public service 
ethos declines.
Thus, effectively, the null hypothesis can be accepted - there was found to be 
no real correlation between job satisfaction and public service ethos.
4.7.3 The relationship between voluntary turnover intention (intention to 
stay) and public service ethos
• H30. There is no relationship between voluntary turnover intention and 
public service ethos.
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Finally, a graphical representation of the scores for voluntary turnover 
intention (intention to stay) and public service ethos (figure 4.3) once again 
provides no obvious indication of any correlation at all, with the dots scattered 
very widely indeed around the chart. In other words, there does not seem to 
be any relationship between these two variables either.
Figure 4.3: scatterplot showing the relationship between voluntary turnover intention 
(intention to stay) and public service ethos scores for ail respondents - V W H D C  
sample (n=74).
• H3a. There is a relationship between voluntary turnover intention and
public service ethos.
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Taking the data for voluntary turnover intention (intention to stay) (the mean of 
the answers to questions 37 to 40 inclusive) and comparing this with the data 
for public service ethos (the mean of the answers to questions 41 to 45 
inclusive), and carrying out a Spearman’s rank order correlation analysis, the 
following picture emerges:
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Table 4.18: Spearman’s  Correlation analysis for mean voluntary turnover intention
(intention to stay) and public service ethos scores -  VWHDC sample (n=74).
staymean pubmean
Spearman's rho staymean Correlation
1.000 -.128
Coefficient
Sig. (2-tailed) .280
N 73 73
pubmean Correlation
-.128 1.000
Coefficient
Sig. (2-tailed) .280
N 73 73
Source: this study
There is shown to be a non-significant negative correlation of -.128, which 
might be described as ‘weak’ (Cohen, 1988, cited in Pallant, 2001) or non­
existent (Hair et al, 2003) indicating that higher levels of intention to remain 
within the organisation might be linked with lower levels of public service 
ethos, although if they are the connection is very small.
Thus, effectively, the null hypothesis can be rejected - there was found to be 
a small-to-non-existent negative correlation between voluntary turnover 
intention (intention to stay) and public service ethos.
4.7.4 The extent of shared variance between job satisfaction and 
voluntary turnover intention (intention to stay): V W H D C  data set (n=74)
Having established the strength of the positive relationship between job 
satisfaction and voluntary turnover intention (intention to stay) (.393) it is 
possible to calculate the coefficient of determination in order to determine how 
much variance the two variables share.
The formula for this is: r value2 x 100
In this context, this is:
,3932X 100 = .154449 x 100 = 15.4449= 15.5
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In other words, job satisfaction helps to explain just over 15% of the 
employees’ voluntary turnover intention (intention to stay).
Thus, to sum up the analysis so far for the V W H D C  sample (n=74):
• There is a medium positive correlation between job satisfaction and
voluntary turnover intention (intention to stay) with a high level of
significance.
• There is a small negative correlation between job satisfaction and
public service ethos, but this is very slight indeed and it is not
significant.
• There is also a small negative correlation between voluntary turnover 
intention (intention to stay) and public service ethos, but it is not 
significant.
4.7.5 The role of public service ethos as a confounding variable in the 
relationship between job satisfaction and voluntary turnover intention 
(intention to stay).
« H40. Public service ethos has no influence on the relationship between 
level of job satisfaction and voluntary turnover intention.
® H4a. Public service ethos has an influence on the relationship between 
level of job satisfaction and voluntary turnover intention
Taking the three variables together it is possible to explore the relationships 
between the three variables, controlling for the possible effect of public service 
ethos as an influencing variable on the link between job satisfaction and 
voluntary turnover intention.
This is important, as it is possible that public service ethos is acting as a 
confounding variable, and artificially inflating the size of the correlation 
coefficient between job satisfaction and voluntary turnover intention. This is 
shown graphically as:
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A Job Satisfaction
C Public Service Ethos
B Voluntary Turnover Intention 
Source: adapted from Pallant (2001), p. 130
Effectively, it is possible that variables “A ” and “B” appear to be related, but 
their apparent relationship might be due, in large part to the influence of 
variable “C ”. If this is the case, controlling for variable “C" by statistical 
methods will reduce the correlation between “A ” and “B”, producing a smaller 
but more precise correlation coefficient.
This technique is known as partial correlation, and is shown in table 4.19 
below.
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Table 4.19: Partial Correlation analysis for mean job satisfaction and voluntary
turnover intention (intention to stay) scores, with public service ethos scores as an
influencing variable -  VWHDC sample (n=74).
Control Variables jsmean staymean pubmean
-none-(a) jsmean Correlation 1.000 .393 -.109
Significance (2-tailed) .001 .358
df 0 71 71
staymean Correlation .393 1.000 -.106
Significance (2-tailed) .001 .370
df 71 0 71
pubmean Correlation -.109 -.106 1.000
Significance (2-tailed) .358 .370
df 71 71 0
pubmean jsmean Correlation 1.000 .386
Significance (2-tailed) .001
: df 0 70
staymean Correlation .386 1.000
Significance (2-tailed) .001
df 70 0
a Cells contain zero-order (Pearson) correlations.
Source: this study
In this case, partial correlation was used to explore the relationship between 
‘job satisfaction’ and ‘voluntary turnover intention (intention to stay)’, while 
controlling for the influence of ‘public service ethos’. Preliminary analyses 
were performed to ensure no violation of the assumptions of linearity and 
homoscedasticity. There was a medium, positive partial correlation between 
job satisfaction and voluntary turnover intention (intention to stay) (r =.386, n = 
70, p =.001), with medium (Cohen, 1988) or weak (Hair, 2003) levels of job 
satisfaction being associated with medium (Cohen, 1988) or weak (Hair, 
2003) levels of intention to remain within the organisation. An inspection of 
the zero order correlation (r = .393) suggested that controlling for public 
service ethos had very little effect indeed on the strength of the relationship 
between these two variables.
Thus, effectively, the null hypothesis can be accepted - there was found to be 
no real influence of public service ethos as a confounding variable in the 
relationship between job satisfaction and voluntary turnover intention 
(intention to stay).
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4 . 7 . 6  S u m m a r y  o f  h y p o t h e s i s  t e s t i n g  r e s u l t s -  V W H D C  s a m p l e  ( n = 7 4 ) .
From the analysis to date:
• there is a clear positive weak-to-medium correlation between job 
satisfaction and voluntary turnover intention (intention to stay)
• there is a non-existent or possibly a slight negative correlation between 
job satisfaction and public service ethos
• there is a non-existent or possibly a slight negative correlation between 
voluntary turnover intention (intention to stay) and public service ethos
• there is very little impact from public service ethos on the relationship 
between job satisfaction and voluntary turnover intention (intention to 
stay).
However, these findings exist at the level of the entire population of 74 
respondents, and it is possible that trends and variations exist among different 
groups and sub-groups within the V W H D C  staff.
4.8 Further analysis to identify differences in the relationship between 
job satisfaction and voluntary turnover intention by demographic 
variables - V W H D C  sample (n=74).
4.8.1 Age
The responses were further analysed by the two condensed age bandings 
identified as a consequence of question 46 (18-39 and 40+) to determine 
whether the responses might vary by age.
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Table 4.20: Pearson Correlation analysis for mean job satisfaction and voluntary
turnover intention (intention to stay) scores, analysed by age band -  VWHDC sample
(n=74).
Correlations
Q 46 - 2 age groups jsmean staymean
jsmean Pearson Correlation 1 .(a)
Sig. (2-tailed)
N 2 1
staymean Pearson Correlation .(a) .(a)
Sig. (2-tailed)
N 1 1
18-39 years jsmean Pearson Correlation 1 .6240
Sig. (2-tailed) .000
N 37 37
staymean Pearson Correlation .624(**) 1
Sig. (2-tailed) .000
N 37 37
40 + years jsmean Pearson Correlation 1 .134
Sig. (2-tailed) .441
N 35 35
staymean Pearson Correlation .134 1
Sig. (2-tai!ed) .441
N 35 35
** Correlation is significant at the 0.01 level (2-tailed), a Cannot be computed because at least one of the variables is constant.
Source: this study
There is shown to be a significant large or strong positive correlation for the 
18-39 group (r = .624, n = 37). By contrast there is only a small positive 
correlation for the 40+ group (r = .134, n = 35). Hair (2003) would argue that 
there is no real correlation at all.
These findings suggest that although the correlation remains consistently 
positive across both age groups, it starts off being very strong among the 
younger staff and becomes very weak as members of staff become older.
4.8.2 Gender
The responses were next analysed by gender category as identified in 
question 47 (male or female) to determine whether the responses might vary 
by sex.
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Table 4.21: Pearson Correlation analysis for mean job satisfaction and voluntary
turnover intention (intention to stay) scores, analysed by gender -  VWHDC sample
(n=74).
Q47 - gender jsmean staymean
jsmean Pearson Correlation 1 .(a) i
Sig. (2-tailed)
N 2 1
staymean Pearson Correlation .(a) .(a)
Sig. (2-tailed)
N 1 1
male jsmean Pearson Correlation 1 .240
Sig. (2-tailed) .218
N 28 28
staymean Pearson Correlation .240 1
Sig. (2-tailed) .218
N 28 28
female jsmean Pearson Correlation 1 .438(**)
Sig. (2-tailed) .003
N 44 44
staymean Pearson Correlation .438(**) 1
Sig. (2-tailed) .003
N 44 44
** Correlation is significant at the 0.01 level (2-tailed), 
a Cannot be computed because at least one of the variables is constant.
Source: this study
There is shown to be a medium or moderate positive correlation for female 
staff (r = .438, n = 44) but only a small or weak positive correlation for the 
male staff (r = .240, n = 28).
These findings suggest that although the correlation remains positive for both 
sexes, females are more likely to intend to stay if they have high job 
satisfaction compared to males, but the correlation is not particularly high for 
either sex.
4.8.3 Main income earner category
The responses were next analysed by whether or not the respondent was the 
main earner in the household as identified in question 48 to determine 
whether the responses might vary by this category.
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Table 4.22: Pearson Correlation analysis for mean job satisfaction and voluntary
turnover intention (intention to stay) scores, analysed by main earner category -
VWHDC sample (n=74).
Q48 - main earner? jsmean staymean
jsmean Pearson Correlation 1 .946
Sig. (2-tailed) .210
N 4 3
staymean Pearson Correlation .946 1
Sig. (2-tailed) .210
N 3 3
yes - main earner jsmean Pearson Correlation 1 .282
Sig. (2-tailed) .082
N 39 39
staymean Pearson Correlation .282 1
Sig. (2-tai!ed) .082
N 39 39
no - not main earner jsmean Pearson Correlation 1 .4560
Sig. (2-tailed) .010
N 31 31
staymean Pearson Correlation .456(*) 1
Sig. (2-tailed) .010
N 31 31
* Correlation is significant at the 0.05 level (2-tailed).
Source: this study
There is shown to be only a relatively small or weak positive correlation for the 
members of staff who are the main income earners in their household (r = 
.282, n = 39), compared with a significant medium or moderate positive 
correlation for those members of staff who are not the main income earners in 
their household (r = .456, n = 31).
These findings suggest that although the correlation remains positive for staff 
in both categories, people who are the main income earners in their 
households have a much greater likelihood of leaving the organisation 
regardless of the level of job satisfaction, compared to employees who are not 
the main income earner.
4.8.4 Type of employment contract
The responses were next analysed by the four types of employment category 
(temporary, fixed-term, permanent full-time or permanent part-time) as
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identified in question 49 to determine whether the responses might vary by 
this category.
Table 4.23: Pearson Correlation analysis for mean job satisfaction and voluntary 
turnover intention scores, analysed by type of employment contract - V W H D C  sample 
(n=74).
Q49 - type of employment? jsmean staymean
jsmean Pearson Correlation 1 .(a)
Sig. (2-tailed)
N 2 1
staymean Pearson Correlation •(a) .(a)
Sig. (2-tailed)
N 1 1
Temporary jsmean Pearson Correlation 1 .895
Sig. (2-tailed) .295
N 3 3
staymean Pearson Correlation .895 1
Sig. (2-tailed) .295
N 3 3
Fixed-term jsmean Pearson Correlation 1 -.894
Sig. (2-tailed) .106
N 4 4
staymean Pearson Correlation -.894 1
Sig. (2-tailed) .106
N 4 4
Permanent full-time jsmean Pearson Correlation 1 .364(**)
Sig. (2-tailed) .007
N 53 53 ‘
staymean Pearson Correlation ,364(**) 1
Sig. (2-tailed) .007
N 53 53
Permanent part-time jsmean Pearson Correlation 1 .452
Sig. (2-tailed) .140
N 12 12
- staymean Pearson Correlation .452 1
Sig. (2-tailed) .140
N 12 12
** Correlation is significant at the 0.01 level (2-tailed), 
a Cannot be computed because at least one of the variables is constant.
Source: this study
There is shown to be a very large or very strong positive correlation for the 
members of staff who were on temporary contracts, although these are 
relatively few in number (r = .895, n = 3), compared with a medium or 
moderate positive correlation for members of staff on permanent part-time
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contracts (r = .452, n = 12) and a slightly lower but significant, weak to 
medium positive correlation for the much larger group of staff on permanent 
full-time contracts (r = .365, n = 53). Contrary to this trend, the small number 
of respondents with fixed-term contracts showed a large negative correlation, 
suggesting that the higher their level of job satisfaction, the more likely 
members of staff were to leave the organisation. This is, perhaps, inevitable 
given the nature of these employment contracts.
These findings suggest that the correlation is very large and positive for 
temporary staff, medium and positive for permanent staff, and very large and 
negative for staff on fixed-term contracts. Perhaps of more immediate interest 
is the fact that employees on full-time permanent contracts are slightly more 
likely to stay despite low job satisfaction, or to leave the organisation 
regardless of high job satisfaction. However, it must be stressed that for 3 out 
of these 4 categories the groups are too small to be considered as a sound 
basis for analysis.
4.8.5 Grading Band
The responses were then analysed by the different aggregated grading bands 
(1-6, 7+, “rather not say”) based upon categories as identified in question 50 
to determine whether the responses might vary in terms of level of seniority 
within the organisation. This part of the analysis was hampered by the fact 
that approximately 20% of the respondents did not provide usable responses 
to this question, with 6 not completing it at all and a further 9 opting for the 
“prefer not to say” option.
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Table 4.24: Pearson Correlation analysis for mean job satisfaction and voluntary
turnover intention (intention to stay) scores, analysed by grading band -  VWHDC
sample (n=74).
Correlations
Q 50 - grading band (3 grade groups) jsmean staymean
grades 1-6 jsmean Pearson Correlation 1 .3770
Sig. (2-tailed) .022
N 37 37
staymean Pearson Correlation .377(*) 1
Sig. (2-tailed) .022
N 37 37
grades 7-15+ jsmean Pearson Correlation 1 .403
Sig. (2-tailed) .070
N 21 21
staymean Pearson Correlation .403 1
Sig. (2-tailed) .070
N 21 21
rather not say jsmean Pearson Correlation 1 .5660
Sig. (2-tailed) .028
N 16 15
staymean Pearson Correlation .566(*) 1
Sig. (2-tailed) .028
N 15 15
* Correlation is significant at the 0.05 level (2-tailed).
Source: this study
For staff on the lower grades, 1-6, there is a weak to medium positive 
correlation of .377 (n=37). For the relatively senior staff in grades 7 +, there is 
a slightly larger medium or moderate positive correlation of .403 (n=21). 
However, a total of 16 respondents either opted not to reveal their grade 
band at all or simply did not answer this question, and these showed a higher, 
large or moderate, degree of correlation at .566 (n=16).
Thus, from the incomplete data set a few conclusions can be drawn but they 
must be treated with caution. It appears that in general terms all staff 
categories show a medium likelihood to remain with the organisation if they 
are satisfied in their work, and this tendency becomes stronger with the more 
senior staff.
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4.8.6 Length of time with current employer
The responses were then analysed by the condensed categories of length of 
time the respondents had been working for their current employer (up to 4 
years, and 5+ years) based upon the categories as identified in question 51 to 
determine whether the responses might vary in terms of length of time in the 
organisation. This part of the analysis was very revealing indeed.
Table 4.25: Pearson Correlation analysis for m e a n  job satisfaction and voluntary 
turnover intention (intention to stay) scores, analysed by time with current employer - 
V W H D C  sample (n=74).
Correlations
Q 51 - time with current employer - 2 groups jsmean staymean
jsmean Pearson Correlation 1 .(a)
Sig. (2-tailed)
N 2 1
staymean Pearson Correlation .(a) .(a)
Sig. (2-tailed)
N 1 1
Time 0 to 4 years jsmean Pearson Correlation 1 .6570
Sig. (2-taiied) .000
N 37 37
staymean Pearson Correlation ,657(**) 1
Sig. (2-tailed) .000
N 37 37
Time 5 years + jsmean Pearson Correlation 1 .031
Sig. (2-tailed) .861
N 35 35
staymean Pearson Correlation .031 1
Sig. (2-tailed) .861
N 35 35
** Correlation is significant at the 0.01 level (2-tailed), a Cannot be computed because at least one of the variables is constant.
Source: this study
For those who had been with the organisation for up to four years there was a 
large or strong and significant positive correlation (r = .657, n = 37). For those 
in the category of staff who had been employed by the organisation for five or 
more years there was such a small correlation that it was, effectively, non­
existent (r = .031, n = 35).
There was shown to be a very large positive correlation for the members of 
staff who were relatively new in the organisation, declining noticeably as the 
length of time in the organisation increased. If this is truly representative of
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the experiences of a “typical” employee in the organisation, it suggests that 
whilst for new employees there is a clear likelihood that a person with high job 
satisfaction will stay and a person with low job satisfaction will leave, this 
relationship weakens steadily over a period of years until, possibly, after a 
long enough period of time the opposite appears to be true. However, it is not 
clear from this whether the conclusion should be that satisfied employees will 
leave despite their degree of satisfaction, or whether dissatisfied employees 
will stay despite their dissatisfaction.
4.8.7 Length of time in public service
The responses were subsequently analysed by the length of time the 
respondents had been working in public service, using the same condensed 
time categories (up to 4 years and 5+ years) as identified in question 52 to 
determine whether the responses might vary in terms of length of time in the 
public sector. This part of the analysis showed a broadly similar trend to the 
previous question.
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Table 4.26: Pearson Correlation analysis for mean job satisfaction and voluntary
turnover intention (intention to stay) scores, analysed by time in public service -
VWHDC sample (n=74).
Correlations
Q 52 - Time in public service: 2 categories: 0-4 & 5+years jsmean staymean
jsmean Pearson Correlation 1 .(a)
Sig. (2-tailed)
N 2 1
staymean Pearson Correlation .(a) .(a)
Sig. (2-tailed)
N 1 1
0 to 4 years jsmean Pearson Correlation 1 .689(**)
Sig. (2-tailed) .000
N 24 24
staymean Pearson Correlation .689(**) 1
Sig. (2-tailed) .000
N 24 24
5 years + jsmean Pearson Correlation 1 .227
Sig. (2-taiied) .121
N 48 48
staymean Pearson Correlation .227 1
Sig. (2-tailed) .121
N 48 48
** Correlation is significant at the 0.01 level (2-tailed), a Cannot be computed because at least one of the variables is constant.
Source: this study
For those who had been working in public service for up to four years there 
was a large or strong, and significant, positive correlation (r = .689, n = 24). 
For those who had been working in the public service for 5 or more years 
there was a much smaller or weak positive correlation (r = .227, n = 48).
In parallel with the responses to Q51, this indicates a high positive correlation 
between job satisfaction and voluntary turnover intention (intention to stay) for 
members of staff who were relatively new in the public sector, declining to a 
small positive, correlation for the staff with 5 years service or more.
This finding might be worth investigating further, as the strengths of the 
correlations and the differences in numbers responding in each category 
appear slightly contradictory between Q51 and Q52. it is possible that there 
should have been an extra question along the lines of “if you were to leave
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this organisation, would you seek employment elsewhere in the public 
sector?”.
4.8.8 Private sector employment
Finally, the responses were analysed in terms of whether or not the 
respondents had ever worked in the private sector as identified in question 53, 
to determine whether the responses might vary depending upon past 
experiences of working in a commercial setting.
Table 4.27: Pearson Correlation analysis for mean job satisfaction and voluntary 
turnover intention (intention to stay) scores analysed by experience of having worked 
in the private sector - V W H D C  sample (n=74).
Q53 - ever worked in private sector? jsmean staymean
jsmean Pearson Correlation 1 .(a)
Sig. (2-tailed)
N 2 1
staymean Pearson Correlation •(a) .(a)
Sig. (2-tailed)
N 1 1
yes jsmean Pearson Correlation 1 .289(*) I
Sig. (2-tailed) .034
N 54 54
staymean Pearson Correlation .289(*) 1
Sig. (2-tailed) .034
N 54 54
no jsmean Pearson Correlation 1 .426
Sig. (2-tailed) .078
N 18 18
staymean Pearson Correlation .426 1
Sig. (2-tailed) .078
N 18 18
* Correlation is significant at the 0.05 level (2-tailed), 
a Cannot be computed because at least one of the variables is constant.
Source: this study
There is shown to be a small or weak, significant, positive correlation for staff 
who had experience of working in the private sector (r = .289, n = 54) and a 
medium or moderate positive correlation for the much smaller group of staff 
who had never worked in the private sector (r = .426, n = 18). These findings 
suggest that although the correlation remains positive for both categories of 
staff, those with only public sector experience are more likely to intend to stay
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if they have high job satisfaction compared to those who have had experience 
in the private sector, but the correlation is not particularly high for either 
category of staff.
4.8.9 Summary of findings of further analysis by demographic variables 
- V W H D C  sample (n=74).
This analysis by demographic variables has highlighted a number of issues 
that are perhaps not reflected in the same way at aggregate level.
These are shown in the following table (table 4.28).
Table 4.28: S u m m a r y  of findings from further analysis of correlations between job 
satisfaction and voluntary turnover intention (intention to stay) by demographic 
variables - V W H D C  sample (n=74).
Demographic variable Correlations
Age Large positive correlation among younger employees, 
weakening as staff become older.
Sex Medium correlation for females, small correlation for 
males.
Main income earner Small correlation for main income earners, medium 
correlation for non-main earners.
Type of employment contract Large correlation for staff on temporary contracts, 
medium correlation for staff on permanent part time 
contracts, slightly smaller for staff on permanent full 
time contracts.
Grading band Medium correlation for staff in lower grades, slightly 
higher medium correlation for staff in higher grades, but 
the picture is not entirely clear due to the relatively high 
non-response rate for this category.
Length of time with current employer Large positive correlation for new staff, no clear 
correlation for staff with 5 or more years’ service.
Length of time in public service Large positive correlation for new staff, reducing to 
small positive correlation after 9 years.
Private sector experience Small correlation for staff with private sector 
experience: medium correlation for staff with no private 
sector experience.
Source: this study
Of particular note:
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Age: the correlation between job satisfaction and intention to stay is strong 
among younger staff and declines steadily with age.
Gender: there is a stronger correlation among females than among males, but 
it is not particularly strong for either sex.
Income earner category: main earners have a small correlation; non-main 
earners have a medium correlation.
Type of employment contract: temporary members of staff have a high 
positive correlation, permanent members of staff have a medium positive 
correlation, staff on fixed term contracts have a strong negative correlation. 
Grading band: all staff show a medium correlation which increases slightly 
with seniority.
Length of time with current employer: new members of staff show very 
high correlation, reducing noticeably for employees with 5 years or more 
service.
Length of time in public service: a similar profile exists with public service 
employment in more general terms; for staff relatively new to the sector the 
correlation is very high, declining with time but on this occasion still remaining 
as a small positive correlation after 9 years.
Private sector experience: there is a small correlation among those with 
private sector experience and a medium correlation for those with only public 
sector experience.
Thus the hypothetical “ideal” employee who is likely to wish to remain with the 
organisation if s/he experiences high levels of job satisfaction appears to be: 
young, female, not the main earner in the household, on a temporary contract, 
probably relatively senior, with no more than 4 years service in the 
organisation and no more than 9 years service in the public sector in general, 
and with no experience of working in the private sector.
4.9 Testing the statistical significance of the difference between 
correlation coefficients.
There is a simple procedure which can be used to find out whether the 
correlations for two groups are statistically different. By converting the r
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values into z scores and then using an equation to calculate the observed 
value of z (z0bs value). The value obtained is then assessed using set 
decision rules to determine the likelihood that the difference in the correlation 
noted between the two groups could have been due to chance. This 
technique requires random samples, independent cases, normal distribution 
and ideally at least 20 cases in each group (Pallant, 2001).
There are three steps in this process:
• conversion of r values into z values
• calculation of zobs
• determination of whether the z0bs value is statistically significant
A  summary of the results is shown in table 4.29, and further details can be 
seen in Appendix 15 (p.517).
Table 4.29: Testing the statistical significance of the difference between correlation 
coefficients - V W H D C  sample (n=74).
dimension category Z obs score
age 18-39 years 40+ years .767
rvalue = .624 
z value = .732 
77 = 37
rvalue = .134 
z value = .135 
77 = 35
gender Male Female -.883
rvalue = .240 
z value = .245 
n = 28
rvalue = .438 
z value = .469 
77 = 44
Income earner category Main earner Not main earner -.802
rvalue = .282 
z value = .290 
77 = 39
rvalue = .456 
z value = .492 
77 = 31
Grading band 1 to 6 7 + -.106
rvalue = .377 
z value = .396 
77= 37
rvalue = .403 
z value = .427 
77 = 21
Time with current employer 0 to 4 years 5 + years 1.248
rvalue = .657 
z value = .788 
77 = 37
rvalue = .031 
z value = .031 
77 = 35
Time in public service 0 to 4 years 5 + years 2.327**
rvalue = .689 
z value = .864 
77 = 24
rvalue = .227 
z value = .231 
77 = 48
Private sector employment Yes No -.535
rvalue = .289 
z value = .298 
77 = 54
rvalue = .426 
z value = .454 
77= 18
** Coefficients are statistically significantly different.
Source: this study
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With this analysis, if the z0bs value obtained is between -1.96 and +1.96 it 
cannot be said that there is a statistically significant difference occurring 
between the two correlation coefficients.
Thus, the null hypothesis (that there is no difference between the groups) can 
only be rejected if the z value is outside the set boundaries.
This provides the following decision rule:
• If -1.96 < z0bs < 1 -96, there is no statistically significant difference
• If Zobs ^  -1 -96 or z0bs ^ 1 -96, there is a statistically significantly difference.
Applying this to the findings shown in figure 4.29:
Age: the sample divides neatly into those aged between 18 and 39 and those 
aged 40 and over, with approximately equal numbers in each category. The 
Zobs score of .767 indicates that there is no statistically significant difference in 
the correlations between younger workers and older workers. Consequently, 
it cannot be stated that there is any real difference between younger workers 
and older workers in the correlation between job satisfaction and intention to 
remain with the organisation (or to leave it).
Gender: the sample divides somewhat unevenly into approximately 40% 
males and 60% females. The z0bs score of -.883 indicates that there is no 
statistically significant difference in the correlations between males and 
females. Consequently, it cannot be stated that there is any real difference 
between males and females in the correlation between job satisfaction and 
intention to remain with the organisation (or to leave it).
Income earner category: the sample divides somewhat unevenly into 
approximately 55% main income earners and 45% who are not the main 
income earners for their households. The z0bs score of -.802 indicates that 
there is no statistically significant difference in the correlations between the
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two categories of earners. Consequently, it cannot be stated that there is any 
real difference in terms of income earner category in the correlation between 
job satisfaction and intention to remain with the organisation (or to leave it).
Grading band: the sample divides somewhat unevenly into approximately 
65% in the lower income grading bands 1 to 6 and 35% in the higher income 
grading bands 7 and above. The z0bs score of -.106 indicates that there is no 
statistically significant difference in the correlations between the two groups. 
Consequently, it cannot be stated that there is any real difference between 
more junior and more senior ranking staff in the correlation between job 
satisfaction and intention to remain with the organisation (or to leave it).
Time with current employer: the sample divides fairly evenly between those 
who had been working for their current employer for up to 4 years and those 
with longer service who had been working for their current employer for 5 or 
more years, with approximately equal numbers in each category. The z0bs 
score of 1.248 indicates that there is no statistically significant difference in 
the correlations between the two groups. Consequently, it cannot be stated 
that there is any real difference between longer-serving staff and those who 
had been in post for only a relatively short period of time in the correlation 
between job satisfaction and intention to remain with the organisation (or to 
leave it).
Time in public service: exactly one third of the sample stated that they had 
been working in the public service for up to 4 years and two thirds claimed to 
have been working in the public service for 5 years or more. The zobs score of 
2.327 indicates a highly statistically significant difference in the correlations 
between the two categories of workers. The longer-serving workers have a 
significantly lower correlation between job satisfaction and intention to remain 
with the organisation compared with the workers who had been working in the 
public service for a relatively short period of time. This is in stark contrast to 
the non-significant results for time with current employer (above).
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Private sector employment: approximately 25% of the sample stated that 
they had never worked in the private sector, compared to 75% who claimed 
that they had. The z0bs score of -.535 indicates that there is no statistically 
significant difference in the correlations between the two groups. 
Consequently, it cannot be stated that there is any real difference between 
those who had private sector experience and those who had not in the 
correlation between job satisfaction and intention to remain with the 
organisation (or to leave it). It should be noted, however, that the small size of 
the “no” category (n=18) makes this latter calculation slightly less reliable than 
the others as it violates the principle that there should be, ideally, at least 20 
cases in each group.
Thus it can be seen that there is a statistically significant difference in the 
strength of the correlation between job satisfaction and voluntary turnover 
intention only between people new to the public sector and those with longer 
public sector service (0 to 4 years and 5+ years).
For the other six categories - age, gender, income earner category, grading 
band, time with current employer and previous experience of private sector 
employment - no statistically significant differences could be detected.
4.10 Phase 2 study - V W H D C  data set (n=74): summary
The quantitative analysis of the 74 responses from V W H D C  staff revealed 
some interesting issues regarding the staff of this organisation and their 
attitudes to job satisfaction, voluntary turnover intention (intention to stay) and 
public service ethos.
Overall, the level of ‘job satisfaction’ was slightly below Spector’s mean, but 
broadly in line with expectations. With the notable exception of the 3 
members of staff on temporary contracts, all groups of employees showed a 
level of ‘voluntary turnover intention (intention to stay)’ that was higher than 
Price’s (2001) mean. The concept of ‘public service ethos’ was generally 
strong for all groups of staff. Exploring the relationships between the three 
variables based upon this sample:
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• For H1 the null hypothesis was rejected - there was found to be a medium 
positive correlation between ‘job satisfaction’ and ‘voluntary turnover 
intention (intention to stay)’.
• For H2 the null hypothesis was accepted - there was found to be no real 
correlation between ‘job satisfaction ‘and ‘voluntary turnover intention 
(intention to stay)’.
® For H3 the null hypothesis was accepted - there was found to be such a 
small negative correlation between ‘voluntary turnover intention (intention 
to stay)’ and ‘public service ethos’ that it could not really be considered to 
exist.
• For H4 the null hypothesis was accepted - there was found to be no real 
influence of ‘public service ethos’ as a confounding variable in the 
relationship between ‘job satisfaction’ and ‘voluntary turnover intention 
(intention to stay)’
The relatively low response rate (25%), and hence the relatively small size of 
the data set (n=74) served to limit the amount of quantitative analysis which 
could be conducted. In order to address this issue, a further round of data 
collection and analysis was conducted, and this is described in the next 
section (section 4.11).
4.11 Additional data analysis
4.11.1 introduction
The relatively small size of the V W H D C  data set led to further questions 
regarding the extent to which confidence could be placed on the results.
Further data gathering carried out between November 2009 and February 
2010, using a version of the questionnaire with slightly modified demographic 
questions, produced a further 19 responses from the public sector and 40 
responses from the private sector. This was described in chapter 3, sub­
section 3.7.11.
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This extra data enabled analysis to be conducted not only on the original 
V W H D C  data set, but also on the additional samples, in the following 
combinations:
1. V W H D C  original data set (74 respondents)
2. Public sector (miscellaneous) data set (19 respondents)
3. Combined public sector data set (93 respondents)
4. Private sector (miscellaneous) data set (40 respondents)
5. Overall combined (combined sectors) data set (133 respondents).
4.11.2 Sequence of analysis
The initial analysis of the V W H D C  original data set has been described in 
detail already earlier in this chapter (sections 4.3 to 4.10 inclusive).
The sequence of further analysis was as follows:
• Analyse public sector (miscellaneous) data set (n=19) to identify 
similarities and differences in comparison with V W H D C  data set.
• Combine with V W H D C  data set (if sufficient similarities exist) to 
produce one unified combined public sector data set (n=93) which 
should be able to withstand more robust examination.
• Analyse private sector (miscellaneous) data set (n=40) to identify 
similarities and differences in comparison with both V W H D C  data set 
and combined public sector data set.
• Combine private sector (miscellaneous) data set with combined public 
sector data set (if sufficient similarities exist) to produce one unified 
data set (n=133) which should be able to withstand yet more robust 
examination.
4.11.3 Further research questions
At this stage, there were two key issues of interest which might be viewed as 
further research questions to be answered:
• The additional data set samples might be very different in composition 
from the original data set. Would the correlations (or lack of 
correlations) identified in the analysis of the four hypotheses tested
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using data from the V W H D C  original data set still apply to the new 
samples?
• The concept of public service ethos, and its relationship to both job 
satisfaction and voluntary turnover intention (intention to stay) 
appeared to be very weak indeed from the analysis of the original 
V W H D C  data set. Could stronger evidence for its existence, and its 
relationship with the other variables, be identified from the new 
samples?
4.11.4 Additional data samples and analysis
4.11.4.1 Public sector (various employers) (n=19) ■- analysis
4.11.4.1.1. Introduction
A  convenience sample of public sector employees was invited to complete 
questionnaires containing identical questions relating to job satisfaction, 
voluntary turnover intention (intention to stay) and pubic service ethos, for the 
purposes of comparison. This data gathering exercise extended over a three- 
month period between November 2009 and February 2010, and eventually 
produced a set of 19 responses.
The data from this new sample were entered into SPSS and subjected to 
similar analysis in terms of demographic analysis, and calculations of 
reliability (Cronbach alpha) and distribution (Kolmogorov-Smirnov).
The findings from this data gathering exercise, together with a comparison 
with the initial V W H D C  responses for comparison, is shown in table 4.30 
below:
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Table 4.30: Comparative analysis of m e a n  scores for V W H D C  and public sector 
(various employers) respondents following additional data collection exercise
VWHDC
(n*74)
Public sector (various employers) (n=19)
mean pay 3.04 3.12
mean promotion 2.64 2.25
mean supervision 4.70 4.03
mean fringe benefits 3.23 3.10
mean contingency rewards 3.38 3.27
mean operating conditions 3.06 2.80
mean coworkers 4.40 4.01
mean nature of the job 4.42 4.34
mean communications 3.33 2.99
mean total job satisfaction 3.58 3.32
mean intention to stay 2.92 2.22
mean public service ethos 3.89 4.23
Source: this study
The following points should be noted:
1. For mean total job satisfaction, the ‘V W H D C ’ mean score (3.58) is 
higher than that for ‘public sector (various employers)’ (3.32) (all JS 
scores are out of a maximum of 6)
2. For voluntary turnover intention (intention to stay), the ‘V W H D C ’ mean 
score (2.92) is far higher than that for ‘public sector (various 
employers)’ (2.22) (all VTI scores are out of a maximum of 5)
3. For public service ethos, the ‘V W H D C ’ mean score (3.89) is noticeably 
lower than that for ‘public sector (various employers)’ (4.23) (all PSE 
scores are out of a maximum of 5)
This suggests that V W H D C  staff are reasonably satisfied compared to 
other public sector staff groups, but not excessively so, and have a much 
higher intention to stay, coupled with a public service ethos which is fairly 
high, but not as high as that of other workers in the public sector.
A  limited amount of demographic data was collected from the additional 
sample for the purposes of comparison with the original V W H D C  respondents.
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4.11.4.1.2. Demographic profile - public sector (various employers) data 
set (n=19)
4.11.4.1.2.1 Age
Table 4.31: analysis of public sector (various employers) respondents by age group 
(n=19)
Q46 - age
Frequency Percent Valid Percent CumulativePercent
Valid 18-29 6 31.6 31.6 31.6
30-39 4 21.1 21.1 52.6
40-49 8 42.1 42.1 94.7
50+ 1 5.3 5.3 100.0
Totai 19 100.0 100.0
System
Source: this study
It was observed that the respondents in this sample were fairly evenly 
balanced between the younger and older age groups, with just over half (10, 
or 52.6%) in the 18 to 39 age categories, and just under half (9 or 47.4%) 
aged 40+. This is noticeably similar to the profile of the V W H D C  respondents, 
where there was a fairly even split between the older and younger groups.
4.11.4.1.2.2 Gender
Table 4.32: analysis of public sector (various employers) respondents by gender (n=19)
Q47 - gender
Frequency Percent Valid Percent CumulativePercent
Valid male 2 10.5 10.5 10.5
i female 17 89.5 89.5 100.0
Total 19 100.0 100.0
Source: this study
This sample contained predominantly female respondents, (17, or 89.5%). 
This is different from the V W H D C  profile, where the female respondents 
constituted just over 61% of the sample.
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Table 4.33: analysis of public sector (various employers) respondents by type of 
employment contract (n=19)
4 . 1 1 . 4 . 1 . 2 . 3  T y p e  o f  e m p l o y m e n t  c o n t r a c t
Q49 - type of employment?
Frequency Percent Valid Percent CumulativePercent
Valid temporary 2 10.5 10.5 10.5
fixed-term 2 10.5 10.5 21.1
permanent full-time 14 73.7 73.7 94.7
permanent part-time 1 5.3 5.3 100.0
Total 19 100.0 100.0
Source: this study
The majority of these public sector (various employers) respondents had 
permanent full-time contracts (37 or 73.7%). This is very similar to the 
V W H D C  sample, in which 73,8% had such contracts.
4.11.4.1.2.4 Length of time with current employer
Table 4.34: analysis of public sector (various employers) respondents by length of time 
with current employer (n=19)
Q51 - time with current employer?
Frequency Percent Valid Percent CumulativePercent
Valid < 1 year 3 15.8 15.8 15.8
1-4 years 4 21.1 21.1 36.8
5-9 years 6 31.6 31.6 68.4
10+ years 6 31.6 31.6 100.0
Total 19 100.0 100.0
Source: this study
The majority of these public sector (various employers) respondents had been 
in post for 5 years or more (63.2%), and a relatively small proportion (36.8%) 
had been in post for up to 4 years. This contrasts with the V W H D C  sample in 
which there was a fairly even split between those who had been in post for up 
to 4 years (51.4%) and those who had been in post for 5 years or more 
(48.6%).
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4.11.4.1.2.5 Demographic overview - public sector (various employers) 
(n=19)
It was not possible to collect data for comparison on all of the demographic 
dimensions, as some of the questions on the original V W H D C  questionnaire 
simply did not apply to this later sample. However, from the analysis above it 
is evident that the comparator sample of 19 public sector respondents tended 
to be rather balanced between the older and younger groups, similar to 
VWHDC, with a far higher preponderance of females, a similar balance of full­
time permanent contracts and other forms of contract, and a noticeably longer 
length of service with the current employer. This means that the two groups 
appear to be sufficiently similar to enable an element of comparison to be 
drawn out, but they are not directly comparable, so any conclusions from this 
exercise should be treated with caution.
4.11.4.1.3. Reliability of the data (Cronbach alpha)
A  Cronbach alpha analysis was conducted on each of the sets of questions 
leading to the mean scores for the three key variables to assess the reliability 
of the scale when used with this particular group of respondents.
The results are shown in table 4.35 below:
2 2 0
Table 4.35: Cronbach alpha analysis test results for three key variables in public sector 
(various employers) sample (n=19).
Job satisfaction
Reliability Statistics
Cronbach'sAlpha N of Items
.938 36
Voluntary turnover intention
Reliability Statistics
Cronbach'sAlpha N of Items
i -884 4
Public service ethos
Reliability Statistics
Cronbach'sAlpha N of items
.670 5
Source: this study
This analysis shows that the scales may be considered to be highly reliable 
for both job satisfaction and voluntary turnover intention (intention to stay), but 
not entirely reliable for public service ethos, where the alpha was recorded as 
slightly less that the .70 generally considered as representing reliability. 
However, for all three variables the alpha scores recorded were higher than 
with the main V W H D C  sample data set (n=74), where the alpha was .890 for 
job satisfaction, .870 for voluntary turnover intention (intention to stay) and 
.591 for public service ethos.
Full details of the Cronbach alpha analysis for this sample (n=19) can be seen 
in Appendix 16 (p.527).
4.11.4.1.4. Normality of distribution
A Kolmogorov-Smirnov test was conducted to analyse the extent to which the 
distribution of data was normal in this new sample for each of the three key
2 2 1
variables - job satisfaction, voluntary turnover intention (intention to stay) and 
public service ethos. The results are shown in table 4.36 below.
Table 4.36: normality test results for three key variables in public sector (various 
employers) sample (n=19).
Tests of Normality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
jsmean .189 19 .071 .943 19 .300
staymean .184 18 .109 .905 18 .069
pubmean .158 18 .200(*) .937 18 .261
* This is a lower bound of the true significance, a Lilliefors Significance Correction
Source: this study
The mean Kolmogorov-Smirnov results for all three of the key variables in this 
sample show significant results which are noticeably higher than .05, 
indicating normality of distribution.
4.11.4.2 Public sector combined data set (n=93) - analysis
4.11.4.2.1. Introduction
To consolidate the data for further analysis, the responses of all 93 public 
sector employees (74 from VWHDC, and 19 from a range of other public 
service organisations) were amalgamated into one database and the analysis 
was repeated. It was anticipated that this would provide a more robust data 
set for analysis.
As before, the data from this combined sample were entered into SPSS and 
subjected to similar interrogation in terms of demographic analysis, and 
calculations of reliability (Cronbach alpha) and distribution (Kolmogorov- 
Smirnov), before testing the four hypotheses regarding correlations between 
job satisfaction, voluntary turnover intention (intention to stay) and public 
service ethos, and the influence of public service ethos as a confounding 
variable in the relationship between job satisfaction and voluntary turnover 
intention (intention to stay).
2 2 2
A  comparison of the mean scores from both of the two separate public sector 
groups plus the combined public sector group following the additional analysis 
is shown in table 4.37 below:
Table 4.37: comparative analysis of m e a n  scores for both public sector groups plus the 
combined data set (n=93) following additional data collection exercise
VWHDC (n=74) Public sector various employers (n=19) Combined public sector (n=93)
mean pay 3.04 3.12 3.10
mean promotion 2.64 2.25 2.56
mean supervision 4.70 4.03 4.58
mean fringe benefits 3.23 3.10 3.20
mean contingency rewards 3.38 3.27 3.25
mean operating conditions 3.06 2.80 3.00
mean co-workers 4.40 4.01 4.33
mean nature of the job 4.42 4.34 4.38
mean communications 3.33 2.99 3.24
mean total job satisfaction 3.58 3.32 3.51
mean intention to stay 2.92 2.22 2.82
mean public service ethos 3.89 4.23 3.95
Source: this study
The following points should be noted:
1. For mean total job satisfaction, the ‘combined public sector’ score 
(3.51) is slightly lower than that for ‘V W H D C ’ (3.58), but only 
slightly - by a difference of .07 (all JS scores are out of a maximum 
of 6)
2. For voluntary turnover intention (intention to stay), the ‘combined 
public sector’ score (2.82) is slightly lower than that for ‘V W H D C ’ 
(2.92), but only slightly - by a difference of .10 (all VTI scores are 
out of a maximum of 5)
3. For public service ethos, the ‘combined public sector’ score (3.95) 
is slightly higher than that for ‘V W H D C ’ (3.89), but only slightly - by 
a difference of .06 (all VTI scores are out of a maximum of 5)
This suggests that the ‘combined public sector’ staff group is reasonably 
representative of the original, smaller, V W H D C  sample as far as these 
three key variables are concerned.
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4.11.4.2.2. Dem ographic p ro file  -p u b lic  sec to r com bined data se t (n=93)
The limited amount of demographic data collected from the additional 
respondents meant that only a limited amount of analysis of the combined 
public sector sample would be possible compared with the original 74 
VWHDC respondents.
4.11.4.2.2.1 Age
Table 4.38: analysis of combined public sector respondents by age group (n=93)
Q46 - age
Frequency Percent Valid Percent
Cumulative
Percent
Valid 18-29 20 21.5 22.0 22.0
30-39 27 29.0 29.7 51.6
40-49 27 29.0 29.7 81.3
50+ 17 18.3 18.7 100.0
Total 91 97.8 100.0
Missing System 2 2.2
Total 93 100.0
Source: this study
It was observed that the respondents in this combined sample were relatively 
evenly balanced between the younger and older age groups, with just over 
half (47, or 51.6%) in the 18 to 39 age categories, and just under half (44 or 
48.4%) aged 40+. This is noticeably similar to the profile of the VWHDC 
respondents, where there was a fairly even split between the older and 
younger groups.
4.11.4.2.2.2 Gender
Table 4.39: analysis of combined public sector respondents by gender (n=93)
Q47 - gender
Frequency Percent Valid Percent
Cumulative
Percent
Valid male 30 32.3 33.0 33.0
female 61 65.6 67.0 100.0
Total 91 97.8 100.0
Missing System 2 2.2
Total 93 100.0
Source: this study
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This sample contained predominantly female respondents, (61, or 67%). This 
is not very dissimilar to the VWHDC profile, where the female respondents 
constituted just over 61% of the sample.
4.11.4.2.2.3 Type o f em p loym ent co n tra c t
Table 4.40: analysis of combined public sector respondents by type of employment 
contract (n=93)
Q49 - type o f em ploym ent?
Frequency Percent Valid Percent
Cumulative
Percent
Valid temporary 5 5.4 5.5 5.5
fixed-term 6 6.5 6.6 12.1
permanent full-time 67 72.0 73.6 85.7
permanent part-time 13 14.0 14.3 100.0
Totai 91 97.8 100.0
Missing System 2 2.2
Total 93 100.0
Source: this study
The majority of these respondents had permanent full-time contracts (67 or 
73.6%). This is very similar indeed to the profile of the VWHDC sample, in 
which 73.8% had such contracts.
4.11.4.2.2.4 Length o f tim e w ith  cu rre n t em ployer
Table 4.41: analysis of combined public sector respondents by length of time with 
current employer (n=93)
Q51 - tim e w ith current em ployer?
Frequency Percent Valid Percent
Cumulative
Percent
Valid < 1 year 21 22.6 23.1 23.1
1 - 4  years 23 24.7 25.3 48.4
5 - 9  years 24 25.8 26.4 74.7
10+ years 23 24.7 25.3 100.0
Totai 91 97.8 100.0
Missing System 2 2.2
Total 93 100.0
Source: this study
There was a fairly even spread between the four time categories, but a small 
majority of these respondents had been in post for 5 years or more (51.7%), 
and a slightly smaller small proportion (48.4%) had been in post for up to 4 
years. This is not dissimilar to the profile of the VWHDC sample in which
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there was again a relatively even split between those who had been in post for 
up to 4 years (51.4%) and those who had been in post for 5 years or more 
(48.6%).
4.11.4.2.2.5 D em ographic overv iew  -  com bined pub lic  se c to r sam ple 
(n=93)
It was not possible to collect data for comparison on all of the demographic 
dimensions, as some of the questions on the original VWHDC questionnaire 
simply did not apply to the later respondents. However, from the analysis 
above it is evident that the combined public sector sample tended to be rather 
balanced between the older and younger groups, similar to VWHDC, with a 
relatively similar gender balance, a not-dissimilar balance of full-time 
permanent contracts and other forms of contract, but a noticeably longer 
length of service with the current employer. This means that the combined 
sample appears to be sufficiently similar to the original VWHDC sample to 
enable an element of comparison to be drawn out, but the two are not directly 
comparable, so any conclusions from this exercise should be treated with an 
element of caution.
4.11.4.2.3 R e liab ility  o f the data (C ronbach alpha) -  com bined pub lic  
se c to r sam ple (n=93)
A Cronbach alpha analysis was conducted on each of the sets of questions 
leading to the mean scores for the three key variables to assess the reliability 
of the scale when used with this particular group of respondents.
The results are shown in table 4.42 below:
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Table 4.42: Cronbach alpha analysis test results for three key variables in combined 
public sector sample (n=93)
Job satisfaction
Reliability Statistics
Cronbach's
Alpha N of items
.905 36
Voluntary turnover intention
Reliability Statistics
Cronbach's
Alpha N of Items
.881 4
Public service ethos
Reliability Statistics
Cronbach's
Alpha N of Items
.640 5
Source: this study
This analysis shows that the scales may be considered to be highly reliable 
for both job satisfaction and voluntary turnover intention (intention to stay), but 
not entirely reliable for public service ethos, where the alpha was recorded as 
slightly less that the .70 generally considered as representing an acceptable 
level of reliability. However, for all three variables the alpha scores recorded 
were higher than with the main VWHDC study data (n=74), where the alpha 
was .890 for job satisfaction, .870 for voluntary turnover intention (intention to 
stay) and .591 for public service ethos.
Full details of the Cronbach alpha analysis for this sample (n=93) can be seen 
in A ppend ix  17 (p.530).
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4.11.4.2.4 N orm ality  o f d is tr ib u tio n  -  com bined pub lic  secto r sam ple 
(n=93)
A  Kolmogorov-Smirnov test was conducted to analyse the extent to which the 
distribution of data was normal in this new combined sample for each of the 
three key variables -  job satisfaction, voluntary turnover intention (intention to 
stay) and public service ethos. The results are shown in table 4.43 below.
Table 4.43: normality test results for three key variables in combined public sector 
sample (n=93)
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df ... _ Sig. Statistic df Sig.
jsmean .073 93 .200(*) .977 93 .097
staymean .084 91 .142 .967 91 .020
pubmean .115 91 .005 .965 91 .014
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
Source: this study
The Kolmogorov-Smirnov test results for both job satisfaction and voluntary 
turnover intention (intention to stay) show significance results which are 
noticeably higher than .05, indicating normality of distribution. However, for 
public service ethos the significance figure is much lower than .05, indicating 
that the distribution is not normal as far as this variable is concerned.
4.11.4.3 Private sec to r (m isce llaneous) data se t (n=40) -  analysis
4.11.4.3.1. In troduction
As described in chapter 3, sub-section 3.7.11, a convenience sample of 
private sector employees was invited to complete questionnaires containing 
identical questions relating to job satisfaction, voluntary turnover intention 
(intention to stay) and pubic service ethos, for the purposes of comparison. 
This data gathering exercise took place in November and December 2009 and 
produced a set of 40 responses.
The data from this new sample were entered into SPSS and subjected to 
similar scrutiny in terms of demographic analysis, and calculations of reliability 
(Cronbach alpha) and distribution (Kolmogorov-Smirnov), before testing the
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four hypotheses regarding correlations between job satisfaction, voluntary 
turnover intention (intention to stay) and public service ethos, and the 
influence of public service ethos as a confounding variable in the relationship 
between job satisfaction and voluntary turnover intention (intention to stay).
As described earlier, a smaller sample of responses from 19 public sector 
employees was also collected as part of the same data gathering exercise, 
and a comparison of the mean scores from each of the three groups following 
the additional data gathering exercises is shown in table 4.44 below:
Table 4.44: comparative analysis of m ean scores for each of the three groups following 
additional data collection exercise
VW HDC (n=74)
public sector (various 
employers) 
(n=19)
private sector 
(miscellaneous 
employers) 
(n= 40)
mean pay 3.04 3.12 3.66
mean promotion 2.64 2.25 3.27
mean supervision 4.70 4.03 4.73
mean fringe benefits 3.23 3.10 3.50
mean contingency rewards 3.38 3.27 3.63
mean operating conditions 3.06 2.80 3.29
mean coworkers 4.40 4.01 4.37
mean nature of the job 4.42 4.34 4.28
mean communications 3.33 2.99 3.64
mean total job satisfaction 3.58 3.32 3.82
mean intention to stay 2.92 2.22 2.85
mean public service ethos 3.89 4.23 4.02
Source: this study
The following points should be noted:
1. For mean total job satisfaction scores, ‘VWHDC’ (3.58) is higher 
than ‘public misc’ (3.32), but lower than ‘private misc’ (3.82) (all JS 
scores are out of a maximum of 6).
2. For voluntary turnover intention (intention to stay) scores, ‘VWHDC’ 
(2.92) is higher than both ‘public misc’ (2.22), and ‘private misc’ 
(2.85) (all VTI scores are out of a maximum of 5).
3. For public service ethos scores, ‘VWHDC’ (3.89) is lower than both 
‘public misc’ (4.23), and ‘private misc’ (4.02) (all PSE scores are out 
of a maximum of 5).
This suggests that the VWHDC staff are reasonably satisfied compared to 
the other groups, but not excessively so, and have a much higher intention
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to stay, coupled with a public service ethos which is fairly high, but not as 
high as that of other workers in both the public and private sectors.
4.11.4.3.2. D em ographic p ro file  - p riva te  sec to r (m iscellaneous) data se t 
(n=40)
A limited amount of demographic data was collected from the additional 
private sector sample for the purpose of comparison with the original VWHDC 
respondents.
4.11.4.3.2.1 Age
Table 4.45: analysis of private sector (miscellaneous) respondents by age group (n=40)
Q 46 - age
Frequency Percent Valid Percent
Cumulative
Percent
Valid 18-29 19 47.5 47.5 47.5
30-39 12 30.0 30.0 .77.5
40-49 7 17.5 17.5 95.0
50+ 2 5.0 5.0 100.0
Total 40 100.0 100.0
Source: this study
It was observed that the respondents in this sample were relatively young, 
with just under haif (19, or 47.5%) in the 18 to 29 age category, and just over 
three quarters (31 or 77.5%) aged 18-39, with a relatively small proportion of 
22.5% aged 40 or above and only 2 respondents (5%) in the 50+ category. 
This is noticeably different from the profile of the VWHDC respondents, where 
there was a fairly even split between the older (40+) and younger (18-39) 
groups.
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4.11.4.3.2.2 Gender
Table 4.46: analysis of private sector (miscellaneous) respondents by gender (n=40)
Q47 - gender
Frequency Percent Valid Percent
Cumulative
Percent
Valid male 12 30.0 30.0 30.0
female 28 70.0 70.0 100.0
Total 40 100.0 100.0
Source: this study
This private sector sample contained predominantly female respondents, (28, 
or 70%). Whilst this is not quite the same as the VWHDC profile, it is not very 
different, where the female respondents constituted just over 61% of the 
sample.
4.11.4.3.2.3 Type o f em p loym ent co n tra c t
Table 4.47: analysis of private sector (miscellaneous) respondents by type of 
employment contract (n=40)
Q49 - type o f em ploym ent?
Frequency Percent Valid Percent
Cumulative
Percent
Valid temporary 1 2.5 2.5 2.5
fixed-term 2 5.0 5.0 7.5
permanent full-time 37 92.5 92.5 100.0
Total 40 100.0 100.0
Source: this study
The vast majority of the respondents in the private sector sample had 
permanent full-time contracts (37 or 92.5%). Again, this is a little different from 
the VWHDC sample, in which only 73.8% had such contracts, and a further 
16.7% had permanent part-time contracts, with 9.8% on temporary or fixed- 
term contracts. However, if the respondents with permanent full-time and 
permanent part-time contracts at VWHDC are aggregated together in a new 
category of “permanent contract” , the profiles of the two samples become very 
similar indeed.
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Table 4.48: analysis o f private sector (m iscellaneous) respondents by length o f tim e w ith current 
em ployer (n=40)
Q51 - tim e with current em ployer?
4 .1 1 .4 .3 .2 .4  L e n g th  o f  t im e  w ith  c u r r e n t  e m p lo y e r
Frequency Percent Valid Percent
Cumulative
Percent
Valid < 1 year 5 12.5 12.5 12.5
1 - 4  years 23 57.5 57.5 70.0
5 - 9  years 5 12.5 12.5 82.5
10+ years 7 17.5 17.5 100.0
Total 40 100.0 100.0
Source: this study
The majority of the private sector respondents in this sample had been in post 
for between 1 and 4 years (57.5%), and a further 12.5% had been in post for 
up to 1 year, to give a total of 70% who had been in post for up to 4 years. 
Only 30% had been in post for 5 years or more. This contrasts with the 
VWHDC sample in which there was a fairly even split between those who had 
been in post for up to 4 years (51.4%) and those who had been in post for 5 
years or more (48.6%).
4.11.4.3.2.5 D em ographic overv iew  -  private sec to r (m iscellaneous) 
sam ple.
It was not possible to collect data for comparison on al! of the demographic 
dimensions, as some of the questions on the original VWHDC questionnaire 
simply did not apply to this later private sector sample. However, from the 
analysis above it is evident that the comparator private sector respondents 
tended to be rather younger, with a slightly higher preponderance of females, 
a slightly higher preponderance of full-time permanent contracts (i.e. no part- 
time contracts) and a shorter length of service with the current employer, 
compared to the VWHDC respondents. This means that the two groups 
appear to be sufficiently similar to enable an element of comparison to be 
drawn out, but they are not directly comparable in every respect, so any 
conclusions from this exercise should be treated with an element of caution.
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4.11.4.3.3 R eliab ility  o f the  data (C ronbach alpha)
A Cronbach alpha analysis was conducted on each of the sets of questions 
leading to the mean scores for the three key variables to assess the reliability 
of the scale when used with this particular group of respondents.
The results are shown in table 4.49 below:
Table 4.49: Cronbach alpha test results for three key variables in private sector 
(miscellaneous) sample (n=40).
Job satisfaction 
Reliability Statistics
Cronbach's
Alpha N of Items
.944 36
Voluntary turnover intention
Reliability Statistics
Cronbach's 
' Alpha N of Items
.904 4
Public service ethos
Reliability Statistics
Cronbach's
Alpha N of Items
.606 5
Source: this study
This analysis shows that the scales may be considered to be highly reliable 
for both job satisfaction and voluntary turnover intention (intention to stay), 
with alphas of .944 and .904 respectively, but not entirely reliable for public 
service ethos, with an alpha of .606, below the level of .70 generally 
considered to be safe. However, for all three variables the alpha scores 
recorded were higher than with the main VWHDC study data (n=74), where 
the alpha was .890 for job satisfaction, .870 for voluntary turnover intention 
(intention to stay) and .591 for public service ethos.
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Full details of the Cronbach alpha analysis for this sample (n=40) can be seen 
in A ppend ix  18 (p.533).
4.11.4.3.4 N orm ality o f d is tr ib u tio n
A  Kolmogorov-Smirnov test was conducted to analyse the extent to which the 
distribution of data was normal in this sample of private sector respondents for 
each of the three key variables -  job satisfaction, voluntary turnover intention 
(intention to stay) and public service ethos. The results are shown in table 
4.50 below.
Table 4.50: normality test results for three key variables in private sector 
(miscellaneous) sample (n=40).
Tests o f Norm ality
Kolmogorov--Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
jsmean .069 40 .200(*) .989 40 .953
staymean .128 39 .106 .929 39 .017 j
pubmean .130 39 .093 .969 39 .354
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
Source: this study
The mean job satisfaction results for all three of the key variables in this 
sample show significant results which are noticeably higher than .05, 
indicating normality of distribution.
4.11.4.4 Com bined data se t (n=133) - analys is
4.11.4.4.1. in troduc tion
When the details from all three sets of respondents were combined into one 
data set of 133 responses it was possible to analyse this to attempt to identify 
whether there were any specific trends or phenomena which might not have 
been immediately evident in the smaller separate data sets.
Inevitably it was not possible to gather all of the required data from all of the 
respondents, but an initial analysis of the descriptive statistics for some of the 
key demographic variables could serve as a means of comparison with the 
original VWHDC (n=74) data set.
2 3 4
In summary, the mean scores for the key variables of the five data sets can be 
seen in table 4.51 below:
Table 4.51: m ean scores for key variables from 5 data sets.
Set 1 
Public 
sector 
(VW HDC) 
(n = 74)
Set 2
Public sector
(misc.
employers)
(n = 19)
Set 3 
(1+ 2)
Public sector 
(combined)
(n = 93)
Set 4
Private sector 
(misc. 
employers) 
(n=40)
Set 5
(1+2+4)
Overall
combined
sample
(n= 133)
mean pay 3.04 3.12 3.10 3.66 3.27
mean promotion 2.64 2.25 2.56 3.27 2.78
mean supervision 4.70 4.03 4.58 4.73 4.62
mean fringe benefits 3.23 3.10 3.20 3.50 3.29
mean contingency rewards 3.38 3.27 3.25 3.63 2.36
mean operating conditions 3.06 2.80 3.00 3.29 3.09
mean co-workers 4.40 4.01 4.33 4.37 4.34
mean nature of the job 4.42 4.34 4.38 4.28 4.35
mean communications 3.33 2.99 3.24 3.64 3.36
mean total job satisfaction 3.58 3.32 3.51 3.82 3.60
mean intention to stay 2.92 2.22 2.82 2.85 2.85
mean public service ethos 3.89 4.23 3.95 4.02 3.98
Source: this study
Thus it can be seen that:
• mean total job satisfaction levels at VWHDC (3.58 out of a possible 6) 
were marginally lower than for the overall sample (3.6), but noticeably 
lower than for the private sector staff (3.82)
• mean voluntary turnover intention (intention to stay) levels at VWHDC 
(2.92 out of a possible 5) were marginally higher than for the overall 
sample (2.85), and noticeably higher than for the public sector 
(miscellaneous) group (2.22)
• mean public service ethos levels at VWHDC (3.89 out of a possible 5) 
were lower than for all other groups, including the overall sample 
(3.98), and particularly the private sector (miscellaneous) group (4.02).
This last item, the public service ethos score, is of particular concern, as it 
implies either that:
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•  the private sector employees were more concerned about serving the 
public than the core group of public servants at VWHDC who were the 
central focus of this study, or
•  the “public service ethos” statements on the questionnaire failed to 
capture the concept effectively.
If the latter statement applies, does the concept of “public service ethos” 
actually exist? This is a theme which will be taken up again later in chapter 4, 
and also in chapter 5.
It might also be noted that the reported levels of the 9 individual facets of job 
satisfaction varied somewhat between samples, but these variations are not of 
immediate concern for the purposes of the current study.
4.11.4.4.2. Dem ographic p ro file  - com bined data se t (n=133)
4.11.4.4 2.1. Age
Table 4.52: analysis of combined data set respondents by age group (n=133)
Q46 - age
Frequency Percent Valid Percent
Cumulative
Percent
Valid 18-29 39 29.3 29.8 29.8
30-39 39 29.3 29.8 59.5
40-49 34 25.6 26.0 85.5
50+ 19 14.3 14.5 100.0
Total 131 98.5 100.0
Missing System 2 1.5
Total 133 100.0
Source: this study
It was observed that the respondents in this data set were predominantly 
young, with more than half (78, or 59.5%) in the 18 to 39 age categories, and 
just under half (53 or 40.5%) aged 40+. This is somewhat different from the 
profile of the smaller VWHDC set of respondents (n=74), where there was a 
fairly even split between the older and younger age groups.
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4.11.4.4.2.2. Gender
Table4.53: analysis of combined data set respondents by gender (n=133)
Q47 - gender
Frequency Percent Valid Percent
Cumulative
Percent
Valid male 42 31.6 32.1 32.1
female 89 66.9 67.9 100.0
Total 131 98.5 100.0
Missing System 2 1.5
Total 133 100.0
Source: this study
This combined sample contained predominantly female respondents, (89, or 
67.9%). This is broadly similar to, but slightly different from, the smaller 
VWHDC profile, where the female respondents constituted just over 61% of 
the sample.
4.11.4.4.2.3. Type o f em p loym ent con trac t
Table 4.54: analysis of combined data set respondents by type of employment contract 
(n=133)
Q49 - type o f em ploym ent?
Frequency Percent Valid Percent
Cumulative
Percent
Valid temporary 6 4.5 4.6 4.6
fixed-term 8 6.0 6.1 10.7
permanent full-time 104 78.2 79.4 90.1
permanent part-time 13 9.8 9.9 100.0
Total 131 98.5 100.0
Missing System 2 1.5
Total 133 100.0
Source: this study
The majority of these respondents had permanent full-time contracts (104 or 
79.4%). This is very similar to the original VWHDC sample, in which 73.8% 
had such contracts. Taking permanent full-time and permanent part-time 
contracts together, the percentages for the combined data set and the smaller 
VWHDC sample are 89.3% and 90.5% respectively, making the figures very 
similar indeed.
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4.11.4.4.2.4. Length o f tim e  w ith  cu rren t em ployer
Table 4.55: analysis of combined data set respondents by length of time with current 
employer (n=133)
Q51 - tim e w ith current em ployer?
Frequency Percent Valid Percent
Cumulative
Percent
Valid < 1 year 26 19.5 19.8 19.8
1 - 4  years 46 34.6 35.1 55.0
5 - 9  years 29 21.8 22.1 77.1
10+ years 30 22.6 22.9 100.0
Total 131 98.5 100.0
Missing System 2 1.5
Total 133 100.0
Source: this study
The largest group of respondents in the combined data set (n=133) had been 
in post for between 1 and 4 years (35.1%), and a further 19.8% had been in 
post for up to 1 year, giving a total of 55% who had been in post for up to 4 
years. The remaining 45% had been in post for 5+ years. This is relatively 
similar to the smaller VWHDC sample in which there was a fairly even split 
between those who had been in post for up to 4 years (51.4%) and those who 
had been in post for 5 years or more (48.6%).
4.11.4.4.2.5. Dem ographic overv iew  -  com bined data se t (n=133)
It was not possible to make a full comparison on all of the demographic 
dimensions, as some of the questions on the original VWHDC questionnaire 
were not wholly appropriate to the later samples. However, from the analysis 
above it is evident that the larger combined data set (n=133) tends to be 
broadly similar to the smaller VWHDC sample (n=74), with a somewhat 
younger age profile and a slightly higher preponderance of females, but a 
similar balance of permanent contracts and other forms of contract, and a 
fairly even split in length of service with the current employer between longer - 
serving staff and relative newcomers. This means that the larger combined 
data set appears to be not truly identical, but sufficiently similar in profile to 
that of the VWHDC sample to enable it to be regarded as being reasonably 
representative.
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4.11.4.4.3. R e liab ility  o f the  data (C ronbach alpha) -  com bined data set 
(n=133)
A Cronbach alpha analysis was conducted on each of the sets of questions 
leading to the mean scores for the three key variables to assess the reliability 
of the scale when used with this particular group of respondents.
The results are shown in table 4.56 below:
Table 4.56: Cronbach alpha test results for three key variables in combined data set 
(n=133).
Job satisfaction
Reliability Statistics
Cronbach's
Alpha N of Items
.924 36
Voluntary turnover intention
Reliability Statistics
Cronbach's
Alpha N of Items
.887 4
Public service ethos
Reliability Statistics
Cronbach's
Alpha N of Items
.614 5
Source: this study
This analysis shows that the scales may be considered to be highly reliable 
for both job satisfaction and voluntary turnover intention (intention to stay), but 
not entirely reliable for public service ethos, where the alpha was recorded as 
slightly less that the .70 generally considered as representing reliability. 
However, for all three variables the alpha scores recorded were higher than 
with the original main VWHDC study data (n=74), where the alpha was .890 
for job satisfaction, .870 for voluntary turnover intention (intention to stay) and 
.591 for public service ethos.
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Full details of the Cronbach alpha analysis for the combined data set (n=133) 
can be seen in A ppend ix  19 (p.536).
4.11.4.4.4. N orm ality  o f d is tr ib u tio n
A  Kolmogorov-Smirnov test was conducted to analyse the extent to which the 
distribution of data was normal in this new combined sample for each of the 
three key variables -  job satisfaction, voluntary turnover intention (intention to 
stay) and public service ethos. The results are shown in table 4.57 below.
Table 4.57: normality test results for three key variables in combined data set (n=133).
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
jsmean .060 133 .2000 .994 133 .824
staymean .075 132 .066 .962 132 .001
pubmean .119 132 .000 .967 132 .003
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
Source: this study
The Kolmogorov-Smirnov test results for two of the key variables in this 
sample -  job satisfaction and voluntary turnover intention (intention to stay) 
show significance results which are higher than .05, indicating normality of 
distribution. However, for the third, public service ethos, the result is below 
.05, indicating that the data for this variable do not have a normal distribution.
4.11.5 A dd itiona l data sam ples - hypothes is  testing
4.11.5.1. H ypothesis 1: O verall jo b  sa tis fac tion  and vo lun ta ry  tu rnover 
in ten tion  (in tention  to  stay)
• H10. There is no relationship between level of job satisfaction and 
voluntary turnover intention (intention to stay).
•  H1a. There is a relationship between level of job satisfaction and voluntary 
turnover intention (intention to stay).
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4.11.5.1.1 Public sec to r (va rious em ployers) data se t (n=19)
The fact that the data for all three key variables in this data set are normally 
distributed means that it is appropriate to use parametric tests to analyse the 
data for correlations. Pearson’s product moment correlation was used to test 
the relationships in the first three of the four hypotheses as shown in table 
4.58 below.
Table 4.58: Pearson product-moment correlation analysis of the relationship between 
job satisfaction, voluntary turnover intention (intention to stay) and public service 
ethos scores of respondents in public sector (various employers) sample (n=19).
Correlations
jsmean staymean pubmean
jsmean Pearson Correlation 1 .519(*) -.012
Sig. (2-tailed) .027 .961
N 19 18 18
staymean Pearson Correlation .5 1 9 f) 1 .249
Sig. (2-tailed) .027 .319
N 18 18 18
pubmean Pearson Correlation -.012 .249 1
Sig. (2-tailed) .961 .319
N 18 18 18
* Correlation is significant at the 0.05 level (2-tailed).
Source: this study
This analysis shows that there is a large (Cohen, 1988) or moderate (Hair et 
al, 2003) correlation of .519, which is statistically significant at the .005 level, 
between job satisfaction and voluntary turnover intention (intention to stay). 
This is much stronger than the .393 correlation identified at VWHDC, and 
indicates that among this group of 19 public sector employees there is a 
noticeably greater likelihood that they would stay in a job where they were 
satisfied, and leave if they were not satisfied.
Thus, for the public sector (various employers) data set (n=19), hypothesis H1 
is rejected in the null form.
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4.11.5.1.2 Com bined pub lic  se c to r sam ple  data se t (n=93)
The fact that the data for only two of the three key variables -  job satisfaction 
and voluntary turnover intention (intention to stay) are normally distributed 
means that it is appropriate to use parametric tests to analyse the data for 
correlations involving these two variables solely. However, it is necessary to 
employ non-parametric tests for the analysis of any correlations involving the 
third variable -  public service ethos. Pearson’s product moment correlation 
was used to test the relationships between job satisfaction and voluntary 
turnover intention (intention to stay) as shown in table 4.59 below. 
Spearman’s rank order correlation was used subsequently to test the 
relationships between each of these two variables and public service ethos.
Table 4.59: Pearson product-moment correlation analysis of the relationship between 
job satisfaction, voluntary turnover intention (intention to stay) and public service 
ethos scores of respondents in combined public sector sample (n=93)
Correlations
jsmean staymean
jsmean Pearson Correlation 
Sig. (2-tailed)
N
staymean Pearson Correlation 
Sig. (2-tailed)
N
1
93
.445(**)
.000
91
.445(**)
.000
91
1
91
** Correlation is significant at the 0.01 level (2-tailed). 
Source: this study
This analysis shows that there is a medium (Cohen, 1988) or moderate (Hair 
et al, 2003) correlation of .445, which is statistically significant at the .01 level, 
between job satisfaction and voluntary turnover intention (intention to stay). 
This is much stronger than the .393 correlation identified at VWHDC, and 
indicates that among this combined sample of public sector employees there 
is a noticeably greater likelihood that they would stay in a job where they were 
satisfied, and leave if they were not satisfied.
j> - -
Thus, for the combined public sector sample data set (n=93), hypothesis H1 is 
rejected in the null form.
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4.11.5.1.3 Private sec to r (m isce llaneous) data se t (n=40)
The fact that the data for all three key variables are distributed normally in this 
sample means that it is appropriate to use parametric tests to analyse the 
data for correlations. Pearson’s product moment correlation was used to test 
the relationships in the first three of the four hypotheses as shown in table 
4.60 below.
Table 4.60: Pearson product-moment correlation analysis of the relationship between 
job satisfaction, voluntary turnover intention (intention to stay) and public service 
ethos scores of respondents in private sector (miscellaneous) sample (n=40).
Correlations
. jsmean staymean pubmean
jsmean Pearson Correlation 1 .806(**) -.020
Sig. (2-tailed) .000 .904
N 40 39 39
staymean Pearson Correlation .806(**) 1 .038
Sig. (2-tailed) .000 .820
N 39 39 39
pubmean Pearson Correlation -.020 .038 1
Sig. (2-tailed) .904 .820
N 39 39 39
** Correlation is significant at the 0.01 level (2-tailed).
Source: this study
This analysis shows that there is a large (Cohen, 1988) or very strong (Hair et 
al, 2003) correlation of .806, which is statistically significant at the .01 level, 
between job satisfaction and voluntary turnover intention (intention to stay). 
This is much stronger than the .393 correlation identified at VWHDC, and 
indicates that among this sample of 40 private sector employees there is a 
much greater likelihood that they would stay in a job where they were 
satisfied, and leave if they were not satisfied. The significance at .01 means 
that this situation is likely to apply 99 times out of every 100.
Thus, for the private sector (miscellaneous) data set (n=40), hypothesis H1 is 
rejected in the null form.
4.11.5.1.4 Com bined data se t (n=133)
The fact that in this data set the data for only two out of the three key 
variables are normally distributed means that it is appropriate to use
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parametric tests to analyse some, but not all, of the data for correlations. 
Pearson’s product moment correlation may be used to test the relationship 
between job satisfaction and voluntary turnover intention (intention to stay) 
(both normal distributions), but it becomes necessary to employ Spearman’s 
rank order correlation to test the hypotheses involving public service ethos 
(abnormal distribution).
The Pearson’s correlation analysis for hypothesis 1 is shown in table 4.61.
Table 4.61: Pearson product-moment correlation analysis of the relationship between 
job satisfaction and voluntary turnover intention (intention to stay) in combined data 
set (n=133).
Correlations
jsmean staymean
jsmean Pearson Correlation 
Sig. (2-tailed)
N
staymean Pearson Correlation 
Sig. (2-taiied)
N
1
133
.585(**)
.000
132
.585(**)
.000
132
1
132
** Correlation is significant at the 0.01 level (2-tailed). 
Source: this study
This analysis shows that there is a large (Cohen, 1988) or moderate (Hair et 
al, 2003) correlation of .585, which is statistically significant at the .001 level, 
between job satisfaction and voluntary turnover intention. This is much 
stronger than the .393 correlation identified for the VWHDC respondents 
alone.
Thus, for the combined data set (n=133), hypothesis H1 is rejected in the null 
form.
From  th is  series o f analyses it  may be concluded tha t H ypothes is  1 has 
been rejected in its nu ll fo rm , a lthough  the actual s treng th  o f the 
co rre la tion  between jo b  sa tis fac tio n  and vo lun ta ry  tu rn o ve r in tention  
(in ten tion  to  stay) varied between the sam ples.
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4.11.5.2. H ypothesis 2: O verall jo b  sa tis fac tion  and pub lic  se rv ice  ethos
• H20. There is no relationship between level of job satisfaction and public 
service ethos.
•  H2a. There is a relationship between level of job satisfaction and public 
service ethos.
4.11.5.2.1 Public sec to r (va rious em ployers) data se t (n=19)
The analysis in Table 4.58 shows a correlation of -.012 between job 
satisfaction and public service ethos. This is so small, that neither Cohen 
(1988) nor Hair et al (2003) would recognise it as existing. This is even 
smaller than the correlation of -.075 found with the VWHDC respondents.
Thus for the public sector (various employers) data set (n=19) hypothesis H2 
is accepted in the null form.
4.11.5.2.2 Com bined pub lic  se c to r sam ple  data se t (n=93)
As the distribution of public service ethos data is not normal in this sample, in 
is necessary to use non-parametric tests in analysing any correlation involving 
this variable. In this context, Spearman’s rho was employed as shown in table
4.62.
Table 4.62: Spearman’s rank order correlation analysis of the relationship between job 
satisfaction and public service ethos scores of respondents in combined public sector 
sample (n=93)
Correlations
jsmean pubmean
Spearman's rho jsmean Correlation Coefficient 1.000 -.090
Sig. (2-tailed) .399
N 93 91
pubmean Correlation Coefficient -.090 1.000
Sig. (2-tailed) .399 ,
N 91 91
Source: this study
The analysis in table 4.62 shows a small negative correlation of -.090 between 
job satisfaction and public service ethos. This is so small that neither Cohen 
(1988) nor Hair et al (2003) would recognise it as existing; it is not dissimilar to 
the correlation o f -.075 found with the VWHDC respondents.
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Thus for the combined public sector sample data set (n=93), hypothesis H2 is 
accepted in the null form.
4.11.5.2.3 Private sec to r (m isce llaneous) data se t (n=40)
The analysis in table 4.60 shows a correlation of -.020 between job 
satisfaction and public service ethos. This is so small, that neither Cohen 
(1988) nor Hair et al (2003) would recognise it as existing. This is even 
smaller than the correlation of -.075 found with the VWHDC respondents.
Thus for the private sector (miscellaneous) data set (n=40) hypothesis H2 is 
accepted in the null form
4.11.5.2.4 Com bined data se t (n=133)
As the distribution of public service ethos data is not normal in this sample, in 
is necessary to use non-parametric tests in analysing any correlation involving 
this variable. In this context, Spearman’s rho was employed as shown in table
4.63.
Table 4.63: Spearman’s rank order correlation analysis of the relationships between 
job satisfaction, voluntary turnover intention (intention to stay) and public service 
ethos scores in combined data set (n=133).
Correlations
jsmean staymean pubmean
Spearman's rho jsmean Correlation Coefficient 1.000 ,579(**) -.067
Sig. (2-tailed) .000 .443
N 133 132 132
staymean Correlation Coefficient .579(**) 1.000 -.069
Sig. (2-tailed) .000 . .435
N 132 132 132
pubmean Correlation Coefficient -.067 -.069 1.000
Sig. (2-tailed) .443 .435
N 132 132 132
** Correlation is significant at the 0.01 level (2-tailed).
Source: this study
The analysis in table 4.63 shows a correlation of -.067 between job 
satisfaction and public service ethos. This is so small that neither Cohen
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(1988) nor Hair et al (2003) would recognise it as existing: it is similar to, but 
even smaller than, the correlation of -.075 found with the VWHDC 
respondents sample alone.
Thus for the combined data set (n=133) hypothesis H2 is accepted in the null 
form.
From th is  series o f analyses it  m ay be concluded tha t H ypothes is  2 has 
been accepted in its nu ii fo rm , w ith  a noticeab le  e lem ent o f s im ila r ity  in 
the recorded s trength  o f the  co rre la tion  between jo b  sa tis fac tion  and 
pub lic  serv ice  ethos between the sam ples.
4.11.5.3. H ypothesis 3: V o lun ta ry  tu rn o ve r in tention  (in ten tion  to  stay) 
and pub lic  serv ice  ethos
• H30. There is no relationship between voluntary turnover intention and 
public service ethos.
•  H3a. There is a relationship between voluntary turnover intention and 
public service ethos.
4.11.5.3.1 Public sec to r (va rious em ployers) data se t (n=19)
The analysis in table 4.58 showed a correlation of .249 between voluntary 
turnover intention (intention to stay) and public service ethos. Although this is 
not a large correlation, and Cohen (1988) would describe it as ‘small’ while 
Hair et al (2003) would describe it as ‘weak’, this contrasts with the negative 
correlation of -.128 found with the original sample of VWHDC respondents.
Thus for the public sector (various employers) data set (n=19) hypothesis H3 
is rejected in the null form, but only by a small margin.
4.11.5.3.2 Com bined pub lic  se c to r sam ple  data se t (n=93)
As the distribution of public service ethos data is not normal in this sample, in 
is necessary to use non-parametric tests in analysing any correlation involving 
this variable. In this context, Spearman’s rho was employed as shown in table
4.64.
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Table 4.64: Spearman’s rank order correlation analysis of the relationship between 
voluntary turnover intention (intention to stay) and public service ethos scores of 
respondents in combined public sector sample (n=93).
Correlations
staymean pubmean
Spearman's rho staymean Correlation Coefficient 1.000 -.119
Sig. (2-tailed) .260
N 91 91
pubmean Correlation Coefficient -.119 1.000
Sig. (2-tailed) .260
N 91 91
Source: this study
The analysis in table 4.64 shows a small negative correlation o f -.119 between 
voluntary turnover intention (intention to stay) and public service ethos. This 
is not a large correlation; and Cohen (1988) would describe it as small while 
Hair et al (2003) would describe it as no correlation at all; it is not dissimilar to 
the correlation o f -.128 found with the VWHDC respondents.
Thus for the combined public sector sample data set (n=93) hypothesis H3 is 
accepted in the null form.
4.11.5.3.3 Private sec to r (m isce llaneous) data se t (n=40)
The analysis in table 4.60 shows a correlation of .038 between voluntary 
turnover intention (intention to stay) and public service ethos. Again, this is 
very small, and Cohen (1988) would describe it as small while Hair et al 
(2003) would not recognise it as existing at all. This compares with the 
correlation o f -.128 found with the VWHDC respondents.
Thus for the private sector (miscellaneous) data set (n=40) hypothesis H3 is 
accepted in the null form, but only by a very small margin.
4.11.5.3.4 Com bined data se t (n=133)
The analysis in table 4.63 shows a correlation of -.067 between job 
satisfaction and public service ethos. This is so small that neither Cohen 
(1988) nor Hair et al (2003) would recognise it as existing; it is similar to, but
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even smaller than, the correlation of -.075 found with the VWHDC 
respondents sample alone.
Thus for the combined data set (n=133) hypothesis H3 is accepted in the null 
form.
From th is  series o f analyses it  m ay be concluded tha t H ypothesis 3 has 
been accepted in its  nu ll fo rm  in the m a jo rity  o f cases. However, the 
evidence is n o t unanim ous, and it  is s lig h tly  con trad ic to ry . For ail 
except one o f the sam ples an extrem ely sm all negative co rre la tion  was 
iden tified . The exception to  th is  was provided by the pub lic  sec to r 
(va rious em ployers) data se t (n=19) w here a sm all/w eak positive  
co rre la tion  was identified .
4.11.5.4 H ypothesis 4: P ub lic  se rv ice  ethos as an in fluence  upon the 
re la tionsh ip  between jo b  sa tis fac tion  and vo lun ta ry  tu rn o ve r in tention  
(in ten tion  to  stay)
• H40. Public service ethos has no influence on the relationship between 
level of job satisfaction and voluntary turnover intention.
• H4A. Public service ethos has an influence on the relationship between 
level o f job satisfaction and voluntary turnover intention
4.11.5.4.1 Pub lic  sec to r (va rious em ployers) data se t (n=19)
For hypothesis 4 a partial correlation exercise was carried out to analyse for 
mean job satisfaction and voluntary turnover intention (intention to stay) 
scores, with public service ethos scores as an influencing variable.
This is shown in table 4.65 below:
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T ab le  4.65: partial Correlation analysis  fo r  m ean jo b  satisfaction  and vo lun tary  tu rn o ver
in tention  (intention  to  stay) scores , w ith  public  serv ice  ethos scores as an in fluencing
variab le , fo r public secto r (various em p lo yers ) sam ple  (n=19).
Correlations
Control Variables jsmean staymean pubmean
-none-(a) jsmean Correlation 1.000 .519 -.012
Significance (2-tailed) .027 .961
df 0 16 16
staymean Correlation .519 1.000 .249
Significance (2-tailed) .027 , .319
df 16 0 16
pubmean Correlation -.012 .249 1.000
Significance (2-tailed) .961 .319
df 16 16 0
pubmean jsmean Correlation 1.000 .539
Significance (2-tailed) .026
df 0 15
staymean Correlation .539 1.000
Significance (2-tailed) .026
df
15 0
a Cells contain zero-order (Pearson) correlations.
Source: this study
The partial correlation exercise was helpful in exploring the relationship 
between job satisfaction and voluntary turnover intention (intention to stay) 
whilst controlling for public service ethos in the sample of private sector 
employees. Preliminary analyses were performed to ensure no violation of 
the assumptions of normality, linearity and homoscedasticity. There was a 
strong, positive partial correlation between job satisfaction and voluntary 
turnover intention (intention to stay) (r= .539, n= 15, p<=.026), with high levels 
of job satisfaction being associated with a high intention to remain in the 
present post. An inspection of the zero order correlation (r=.519) suggested 
that controlling for public service ethos had very little effect on the strength of 
the relationship between these two variables.
Thus for the public sector (various employers) data set (n=19) hypothesis H4 
is accepted in the null form.
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4.11.5.4.2 Com bined p ub lic  se c to r data se t (n=93)
For hypothesis 4 a partial correlation exercise was carried out to analyse for 
mean job satisfaction and voluntary turnover intention (intention to stay) 
scores, with public service ethos scores as an influencing variable.
This is shown in table 4.66 below.
Table 4.66: partial correlation analysis for m e a n  job satisfaction and voluntary turnover 
intention (intention to stay) scores, with public service ethos scores as an influencing 
variable, for combined public sector sample (n=93)
Correlations
Control Variables jsmean staymean pubmean
-none-(a) jsmean Correlation 1.000 .445 -.128
Significance (2-tailed) .000 .228
df 0 89 89
staymean Correlation .445 1.000 -.098
Significance (2-taiied) .000 .358
df 89 0 89
pubmean Correlation -.128 -.098 1.000
Significance (2-tailed) .228 .358
df 89 89 0
pubmean jsmean Correlation 1.000 .438
Significance (2-tailed) .000
df 0 88
staymean Correlation .438 1.000
Significance (2-tailed) .000
df 88 0
a Cells contain zero-order (Pearson) correlations.
Source: this study
The partial correlation exercise was helpful in exploring the relationship 
between job satisfaction and voluntary turnover intention (intention to stay) 
whilst controlling for public service ethos in the combined public sector 
sample. Preliminary analyses were performed to ensure no violation of the 
assumptions of normality, linearity and homoscedasticity. There was a strong, 
positive partial correlation between job satisfaction and voluntary turnover 
intention (intention to stay) (r= .438, n= 88, £<=.0005), with high levels of job 
satisfaction being associated with a high intention to remain in the present 
post. An inspection of the zero order correlation (r=.445) suggested that 
controlling for public service ethos had very little effect on the strength of the 
relationship between these two variables.
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Thus for the Combined public sector data set (n=93) hypothesis H4 is 
accepted in the null form.
4.11.5.4.3 Private sec to r (m isce llaneous) data se t (n=40)
For hypothesis 4 a partial correlation exercise was carried out to analyse for 
mean job satisfaction and voluntary turnover intention (intention to stay) 
scores, with public service ethos scores as an influencing variable.
This is shown in table 4.67 below.
Table 4.67: partial correlation analysis for m e a n  job satisfaction and voluntary turnover 
intention scores, with public service ethos scores as an influencing variable, for 
private sector (miscellaneous) sample (n=40).
Correlations
Control Variables jsmean staymean pubmean
-none-(a) jsmean Correlation 1.000 .806 -.020
Significance (2-tailed) .000 .904
df 0 37 37
staymean Correlation .806 1.000 .038
Significance (2-tailed) .000 .820
df 37 0 37
pubmean Correlation -.020 .038 1.000
Significance (2-tailed) .904 .820
df 37 37 0
pubmean jsmean Correlation 1.000 .807
Significance (2-tailed) .000
df 0 36
staymean Correlation .807 1.000
Significance (2-taiied) .000
df 36 0
a Cells contain zero-order (Pearson) correlations.
Source: this study
The partial correlation exercise was helpful in exploring the relationship 
between job satisfaction and voluntary turnover intention (intention to stay) 
whilst controlling for public service ethos in the sample of private sector 
employees. Preliminary analyses were performed to ensure no violation of 
the assumptions of normality, linearity and homoscedasticity. There was a 
strong, positive partial correlation between job satisfaction and voluntary 
turnover intention (intention to stay) (r= .807, n= 37, £<=.000), with high levels 
of job satisfaction being associated with a high intention to remain in the 
present post. An inspection of the zero order correlation (r=.806) suggested
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that controlling for public service ethos had very little effect on the strength of 
the relationship between these two variables.
Thus for the Private sector (miscellaneous) data set (n=40) hypothesis H4 is 
accepted in the null form.
4.11.5.4.4 Com bined data se t (n=133)
For hypothesis 4 a partial correlation exercise was carried out to analyse for 
mean job satisfaction and voluntary turnover intention (intention to stay) 
scores, with public service ethos scores as an influencing variable.
This is shown in table 4.68 below
Table 4.68: Partial correlation analysis for m e a n  job satisfaction and voluntary turnover 
intention (intention to stay) scores, with public service ethos scores as an influencing 
variable, for combined data set (n=133).
Correlations
Control Variables jsmean staymean pubmean
-none-(a) jsmean Correlation 1.000 .585 -.086
Significance (2-tailed) .000 .324
df 0 130 130
staymean Correlation .585 1.000 -.062
Significance (2-tailed) .000 .481
df 130 0 130
pubmean Correlation -.086 -.062 1.000
Significance (2-tailed) .324 .481 .
df 130 130 0
pubmean jsmean Correlation 1.000 .583
Significance (2-tailed) .000
df 0 129
staymean Correlation .583 1.000
Significance (2-tailed) .000
df 129 0
a Cells contain zero-order (Pearson) correlations.
Source: this study
The partial correlation exercise was helpful in exploring the relationship 
between job satisfaction and voluntary turnover intention (intention to stay) 
whilst controlling for public service ethos in the sample of public sector 
employees. Preliminary analyses were performed to ensure no violation of 
the assumptions of normality, linearity and homoscedasticity. There was a 
large /  moderate, positive partial correlation between job satisfaction and
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voluntary turnover intention (r= .583, n= 129, £<.0005), with high levels of job 
satisfaction being associated with a high intention to remain in the present 
post. An inspection of the zero order correlation (r=.585) suggested that 
controlling for public service ethos had very little effect on the strength of the 
relationship between these two variables.
Thus for the com bined data se t (n=133) hypothesis H4 is accepted in the 
null form.
From th is  series o f analyses it  m ay be concluded tha t H ypothesis 4 has 
been accepted in its  nu ll fo rm  in all cases. W ith  each sam ple in tu rn  it 
w as found  th a t pub lic  se rv ice  e thos had a neg lig ib le  e ffec t on the 
s treng th  o f the re la tionsh ip  between jo b  sa tis faction  and vo lun ta ry  
tu rn o ve r in ten tion  (in ten tion  to  stay).
4.11.5.4.5 C onc lus ions-hypo thes is  tes ting
4.11.5.4.5.1 C onclus ion- pub lic  sec to r (va rious em ployers) sam ple  (n=19)
It can be concluded that the hypothesis testing for the public sector (various 
employers) sample (n=19) produced broadly similar, but not identical, results 
as far as the four hypotheses are concerned. However, there is a noticeably 
stronger correlation between job satisfaction and voluntary turnover intention 
(intention to stay) among this group of respondents compared with the 74 
VWHDC respondents.
Expressed very simply, compared to the VWHDC respondents, these public 
sector employees are much more likely to leave their jobs of they are not 
satisfied. The correlation between job satisfaction and voluntary turnover 
intention (intention to stay) for this sample of 19 public sector employees is 
noticeably higher at .519, compared with .393 among the 74 VWHDC 
respondents.
4.11.5.4.5.2 C onclus ion  -  com bined pub lic  secto r sam ple (n=93)
It can be concluded that the hypothesis testing for the combined public sector 
sample (n=93) produced broadly similar, but not identical, results to those
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obtained for the VWHDC respondents alone (n=74) as far as the four 
hypotheses are concerned. However, there is a noticeably stronger 
correlation between job satisfaction and voluntary turnover intention (intention 
to stay) among this enlarged group of respondents compared with the 
VWHDC respondents alone.
Expressed very simply, compared to the original sample of 74 VWHDC 
respondents, the public sector employees in this enlarged sample are more 
likely to leave their jobs if they are not satisfied. The correlation between job 
satisfaction and voluntary turnover intention (intention to stay) for this 
combined sample of 93 public sector employees is noticeably higher at .445, 
compared with .393 among the 74 VWHDC respondents. This correlation 
would still be described by Cohen (1988) as “medium”; however, Hair et al 
(2001) would describe a correlation such as this, in the range between .41 
and .60, as “moderate”.
4.11.5.4.5.3 C onclus ion  -  priva te  se c to r (m iscellaneous) sam ple (n=40)
It can be concluded that although the hypothesis testing for the 40 private 
sector (miscellaneous) sample produced broadly similar results compared to 
the original VWHDC sample as far as the four hypotheses are concerned, 
there is a much stronger correlation between job satisfaction and voluntary 
turnover intention (intention to stay) among this group of respondents.
Expressed very simply, compared to the VWHDC respondents, these private 
sector employees are much more likely to leave their jobs of they are not 
satisfied. The correlation for this sample is very high at .806, compared with 
.393 among total VWHDC respondents, .624 for VWHDC respondents aged 
18-39 years, and .657 among VWHDC respondents who had been in 
employment for between 0 and 4 years.
4.11.5.4.5.4 O bserva tions on the  fin d in g s  from  the th ree  sam ples -  
VWHDC (n=74), pub lic  se c to r (various em ployers) (n=19) and private 
se c to r (m iscellaneous) (n=40).
All three groups of respondents appear to indicate that:
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• There is a positive relationship between job satisfaction and voluntary 
turnover intention (intention to stay), between .393 (medium / weak) and 
.806 (large / strong)
• There is no real relationship between job satisfaction and public service 
ethos, between -.012 and -.075 (too small to count)
• There is possibly a small or weak relationship between voluntary turnover 
intention (intention to stay) and public service ethos, between -.128 and 
.038 (both too small to count) and .249 (small/weak).
•  There is very little effect from public service ethos on the relationship 
between job satisfaction and voluntary turnover intention (intention to 
stay).
However, each of these three groups on its own is too small to provide total 
confidence regarding these findings. By aggregating the data into one 
combined data set of 133 respondents it should be possible to achieve a far 
more robust basis for analysis.
4.11.5.4.5.5 C onclusion  -  com bined data se t (n=133)
It can be concluded that the hypothesis testing for the combined data set 
produced broadly similar, but not quite identical, results to those obtained for 
the VWHDC respondents as far as the four hypotheses are concerned. 
However, there is a noticeably stronger correlation between job satisfaction 
and voluntary turnover intention (intention to stay) among this data set 
compared with the VWHDC respondents alone.
Expressed very simply, compared to the VWHDC respondents alone, the 
combined data set respondents are rather more likely to leave their jobs if 
they are not satisfied. The correlation between job satisfaction and voluntary 
turnover intention (intention to stay) for this combined data set of 133 
respondents is noticeably higher at .585, compared with .393 among the 74 
VWHDC respondents alone.
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As with the original VWHDC (n=74) analysis, there was negligible evidence of 
the impact of public service ethos on either job satisfaction or voluntary 
turnover intention (intention to stay) or the relationship between these two 
variables.
4.11.5.4.5.6 Overall sum m ary and conc lus ions  from  hypothes is  testing  
o f add itiona l sam ples
In this section the four hypotheses were tested for each of the five data sets 
once again by Pearson’s product-moment correlation and Spearman’s rank- 
order correlation, as appropriate. The outcomes were essentially the same in 
each instance, although the strength of the correlations tended to vary 
depending upon the precise composition of the sample concerned. These 
outcomes are summarised in table 4.69 below:
Table 4.69: results of hypothesis testing on five data sets
Hypotheses Public sector 
(VW HDC)
(n = 74)
Public sector
(miscellaneous
employers)
(n = 19)
Public sector 
(combined) 
n = 93)
Private sector 
(miscellaneous 
employers) 
(n=40)
Overall 
combined 
sample 
(n= 133)
H1 .393
Ho rejected
.519
Ho rejected
.445
Ho rejected
.806
Ho rejected
.579
Ho rejected
H2 -.075
Ho accepted
-.012
Ho accepted
-.090
Ho accepted
-.020
Ho accepted
-.067
Ho accepted
H3 -.128
Ho accepted
.249
Ho rejected
-.119
Ho accepted
.038
Ho accepted
-.069
Ho accepted
H4 .393
.386
Ho accepted
.519
.539
Ho accepted
.445
.438
Ho accepted
.806
.807
Ho accepted
.585
.583
Ho accepted
Source: this study 
Note:
1. in each instance, the number shown represents the correlation between the key variables under 
consideration.
2. According to Cohen (1988), a correlation figure between +/-.10 and +/-.29 is considered “medium” a 
correlation figure between +/-.30 and +/-.49 is considered "medium” and a correlation between +/-.50  
and + /-1 .0 is considered “large”. Alternatively, according to Hair et al (2003) a correlation between +/- 
.00 and +/-.2 is considered to be no correlation at all, a correlation between +/-.21 and +/-.40 is 
considered to be weak, a correlation between +/-.41 and +/-.60 is considered to be moderate, a 
correlation between +/-.61 and +/-.80 is considered to be strong and a correlation between +/-.81 and 
+ /-1.0 is considered to be very strong.
Thus, for H1 in each instance there is definitely a correlation between job 
satisfaction and voluntary turnover intention (intention to stay) but it differs in 
strength between “medium” and “large” (Cohen, 1988) or between “weak” and
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“very strong” (Hair et al, 2003), with by far the greatest extent of correlation 
among the private sector workers.
For H2 there is no correlation between job satisfaction and public service 
ethos at all for any of the samples, either singly or combined.
For H3 the situation is somewhat more confused concerning the relationship 
between voluntary turnover intention (intention to stay) and public service 
ethos. For both the original VWHDC sample of 74 respondents and the 
enlarged public sector (combined) sample of 93 respondents there is a small 
negative correlation. This would be described as “small” by Cohen (1988) but 
would not be recognised at all by Hair et al (2003). For the relatively small 
public sector (miscellaneous) sample there is shown to be a “small” (Cohen, 
1988) or “weak" (Hair et al, 2003) positive correlation. For both the private 
sector (n=40) and combined (n=133) samples there is no correlation at all.
For H4 in all five instances the influence of public service ethos on the 
relationship between job satisfaction and voluntary turnover intention 
(intention to stay) is shown to be negligible.
Thus, it might be concluded that the results from testing the four hypotheses 
are broadly similar with each data set.
4.11.6 Further analysis o f the five  data se ts  [VWHDC, Pub lic sec to r 
(various em ployers) and private se c to r (m iscellaneous)]
4.11.6.1 ANOVA te s t on the three basic groups
A  one-way between-groups analysis o f variance (ANOVA) test was conducted 
to explore the relationship between job satisfaction, voluntary turnover 
intention (intention to stay) and public service ethos between the three basic 
groups -  VWHDC (n=74), public sector (various employers) (n=19) and 
private sector (miscellaneous) (n=40) -  was performed. The result is shown 
in table 4.70 below:
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Table 4.70: A N O V A  analysis of m e a n  scores for three basic groups: V W H D C  (n=74), 
public sector (various employers) (n=19) and private sector (miscellaneous) (n=40)
A N O V A
Sum of 
Squares df Mean Square F Sig.
jsmean Between Groups 4.230 2 2.115 4.290 .016
Within Groups 64.082 130 .493
Total 68.311 132
staymean Between Groups 7.550 2 3.775 3.066 .050
Within Groups 156.363 127 1.231
Total 163.914 129
pubmean Between Groups 1.618 2 .809 3.155 .046
Within Groups 32.577 127 .257
Total 34.196 129
Source: this study
This shows that:
• There was a statistically significant difference at the p = / <.05 level in
mean scores for job satisfaction for the three groups [F (2,130) =4.29,
£=■016].
• There was a statistically significant difference at the p = /  <.05 level in 
mean scores for voluntary turnover intention (intention to stay) for the three 
groups [F (2,127) = 3.07, p=.050].
•  There was a statistically significant difference at the p = / <.05 level in
mean scores for public service ethos for the three groups [F (2,127) =3.16,
p=.046].
In order to identify the relative magnitude of differences between means, the 
‘strength of association’ (or ‘effect size’) can be calculated. The most 
commonly employed statistic for this is ‘eta squared’. This indicates the 
proportion of variance of the dependent variable that can be explained by the 
independent variable.
Eta squared values range from 0 to 1. Cohen (1988, cited in Pallant, 2001, 
p. 175) provides the following guidelines for interpreting the strength of eta 
squared:
.01 = small effect 
.06 = moderate effect 
.14 = large effect
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In the current analysis, despite reaching statistical significance, the actual 
difference in mean scores between the three groups was not very large. The 
effect size, calculated using eta squared, was .062 for job satisfaction, .046 for 
voluntary turnover intention (intention to stay) and .047 for public service 
ethos, which might be regarded as ‘moderate’, ‘small’ and ‘small’ in each case 
respectively.
The formula used for the calculation of eta squared for ANOVA results is:
Eta squared = Sum of squares between-groups
Total sum of squares
Details of the calculations can be seen in A ppend ix  20 (p.539).
Post-hoc Tukey HSD tests indicated the following significant differences in 
mean scores between the three groups:
Job  sa tis fac tion :
The mean score for public sector (miscellaneous employers) employees (M = 
3.25, SD = .70) was significantly different from the mean score for private 
sector employees (M = 3.82, SD = .88)
V o lun ta ry  tu rno ve r in ten tion  (in ten tion  to  stay):
The mean score for VWHDC employees (M = 2.97, SD = 1.07) was 
significantly different from the mean score for public sector (miscellaneous 
employers) employees (M = 2.25, SD = 1.05).
Pub lic  serv ice  ethos:
The mean score for VWHDC employees (M = 3.89, SD = .50) was 
significantly different from the mean score for public sector (miscellaneous 
employers) employees (M = 4.21, SD = .54)
The full analysis can be seen in A ppend ix  21 (p.541).
The conclusion from this analysis is that although the three groups -VW HDC, 
public sector (various other employers) and private sector - are not entirely
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identical, they are sufficiently similar to be able to be combined in various 
combinations for the purpose of further study.
4.11.6.2 Two key g roup ings  -  p ub lic  sec to r (n=93) and priva te  secto r 
(n=40).
The two separate public sector data sets were combined to give two key 
groupings -  public sector (all employers) (n=93) and private sector (n=40) -  to 
identify whether any significant differences might exist between them as far as 
the three key variables were concerned.
First it was noted that the mean scores for all three variables as reported by 
the public sector respondents were lower than those reported by the private 
sector respondents (see table 4.71 below).
Table 4.71: comparison of m ean scores and standard deviations for all three variables 
as reported by public sector (n=93) and private sector (n=40) respondents respectively.
Descriptive Statistics
Identification Number Mean Std. Deviation N
public sector (all jsmean 3.5116 .61860 93
employers) staymean 2.8245 1.10077 91
pubmean 3.9527 .51819 91
private sector jsmean 3.8197 .88361 40
staymean 2.8974 1.19994 39
pubmean 4.0192 .51063 39
Source: this study
Group Statistics
Identification Number N Mean Std. Deviation
Std. Error 
Mean
jsmean public sector (all 
employers) 93 3.5116 .61860 .06415
private sector 40 3.8197 .88361 .13971
staymean public sector (all 
employers) 91 2.8245 1.10077 .11539
private sector 39 2.8974 1.19994 .19214
pubmean public sector (ail 
employers) 91 3.9527 .51819 .05432
private sector 39 4.0192 .51063 .08177
Source: this study
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Subsequently, an independent-samples t-test was conducted to compare the 
mean scores of the three key variables for both groups (public sector 
employees and private sector employees). For details of this, please see 
A ppend ix  22 (p.543).
The eta squared figure for each of the three variables was calculated in order 
to determine the effect size. As explained earlier in this sub-section, the result 
from this represents the proportion of variance in the dependent variable that 
is explained by the independent (group) variable.
The formula that is used for the calculation of eta squared for t-test results is:
t2
Eta squared = t2 + (N1 + N2 -  2)
Where T  is the t-test statistic, ‘NT is the total number of subjects in the first 
sample and ‘N2’ is the total number of subjects in the second sample.
Details of the calculations can be seen in A ppend ix  23 (p.545).
For jo b  sa tis fac tion  there were no significant differences in scores between 
public sector employees [M=3.51, SD = .62] and private sector employees 
[M=3.82, SD = .88]; t (89) =1.245, p=.22]. The magnitude of the differences in 
the means was very small (eta squared = .008).
For vo lun ta ry  tu rnove r in ten tion  (in ten tion  to  stay) there were no 
significant differences in scores between public sector employees [M=2.82, 
SD = 1.10] and private sector employees [M=2.90, SD = 1.20]; t (88)=-. 142, 
p=.89]. The magnitude of the differences in the means was very small (eta 
squared = .008).
For pub lic  se rv ice  ethos there were no significant differences in scores 
between public sector employees [M=3.95, SD = .52] and private sector 
employees [M=4.02. SD = .51]; t (88) =-.043, p=.97j. The magnitude of the 
differences in the means was very small (eta squared =.008).
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Thus, for all three variables, only .8% of the variance (eta squared multiplied 
by 100) can be explained by the difference between being employed in either 
the public sector or the private sector.
The conclusion from this analysis is that although the two groups -  public 
sector and private sector - are not entirely identical, they are sufficiently 
similar to be further combined into one amalgamated data set for the purpose 
of further study.
4.11.6.3 Com bined data se t - m u ltip le  regression analysis
The combined data set (n= 133) had already been tested for correlation (see 
sub-section 4.11.5) and it had been determined that the outcomes for the four 
hypotheses remained, effectively, the same as for the analysis of the initial 
VWHDC sample (n=74).
However, the question of whether public service ethos, or its effects, could be 
identified at ail from the quantitative data still remained.
A  series of multiple regression analyses was performed on first the VWHDC 
data set (n=74), then the public sector (various employers) data set (n=93) 
and finally on the combined data set (n=133) to determine whether it might 
produce further evidence of relationships than might not have emerged from 
the initial analysis of the original VWHDC data set. Multiple regression 
analysis as a technique permits more sophisticated exploration than the 
correlation and partial correlation calculations employed in the earlier parts of 
this study. The approach can be adopted in order to examine the predictive 
ability of independent variables on a continuous measure which is dependent.
However, one of the requirements for multiple regression is that the sample 
size must be sufficiently large to permit generalizability. Tabachnick and 
Fidell (1996, cited by Pallant, 2001) recommend a minimum sample size of N 
>50+8m [m= the number of independent variables. In this case, there are
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Thus in this instance the equation would be:
N > 50 + (8x3)
N> 50 + 24 
N> 74
In the original study with VWHDC staff the responses (74) received fell 
marginally short o f the minimum number required for multiple regression 
analysis to be considered safe. It must be stressed in addition that this is a 
minimum number, and it assumes a reasonably normal distribution. Pallant 
(2001) states that more cases will be necessary if the dependent variable is 
skewed. As the data distribution was found to be abnormal for “public service 
ethos” it was quite probably unsafe to carry out such a calculation with only 74 
responses. However, for the sake of completeness, multiple regression 
exercises were performed three times:
• With the original VWHDC data set (n=74)
• With the combined public sector (various employers) sample (n=93)
• With the combined data set (n=133)
It was envisaged that such an approach would help to make any differences 
between public and private sector respondents clearer, although, evidently, 
the larger the sample size the greater the likelihood of producing results which 
could be trusted.
4.11.6.3.1 M ultip le  regression  analys is -  VWHDC data se t (n=74)
4.11.6.3.1.1 In troduction
In an effort to explore the relationships between the three key variables 
further, beyond the correlation testing, the data set was subjected to multiple 
regression analysis.
Multiple regression is a group of techniques that can be applied to study the 
relationship between a continuous dependent variable and a number of
th r e e  in d e p e n d e n t  v a r ia b le s :  “jo b  s a t is fa c t io n ”, “v o lu n ta ry  tu rn o v e r  in te n tio n
(in te n tio n  to  s ta y )” a n d  “p u b lic  s e rv ic e  e th o s ”].
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independent variables. It does this by using correlation to explore the 
interrelationship between a set of variables.
This approach can be used to determine the extent to which a set of variables 
can predict a given outcome. The technique can indicate the relative 
contribution of individual subscales to the total performance of a model.
Standard or simultaneous multiple regression is the most commonly used 
variant of this approach. It can be used to predict how much unique variance 
in a dependent variable can be explained by a specific independent variable.
The data were entered into SPSS in three different combinations:
• First, with job satisfaction as the dependent variable and with both 
voluntary turnover intention (intention to stay) and public service ethos 
as independent variables.
• Secondly with voluntary turnover intention (intention to stay) as the 
dependent variable and with both public service ethos and job 
satisfaction as independent variables.
• Thirdly with public service ethos as the dependent variable and with 
both job satisfaction and voluntary turnover intention (intention to stay) 
as independent variables.
This approach uses Pearson correlation, which assumes normality of 
distribution, and thus the correlations identified were similar to, but not entirely 
identical to, the correlations identified earlier, in section 4.7.
4.11.6.3.1.2 M u ltip le  regress ion  analys is w ith  jo b  sa tis fac tion  as 
dependent variab le
The Pearson correlations from the multiple regression analysis are shown in 
table 4.72 below. As noted above, the analysis is based upon Pearson 
correlation and thus the correlations are similar to, but not entirely identical to, 
the results identified earlier, in section 4.7.
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Tab le  4.72: m ultip le  regression  exerc ise -  co rre la tions  betw een the th ree key variab les
in V W H D C  sam ple  (n=74)
Correlations
jsmean staymean pubmean
Pearson Correlation jsmean 1.000 .393 -.109
staymean .393 1.000 -.106
pubmean -.109 -.106 1.000
Sig. (1-tailed) jsmean .000 .179
staymean .000 .185
pubmean .179 .185
N jsmean 74 73 73
staymean 73 73 73
pubmean 73 73 73
Source: this study
From the standard multiple regression exercise it was found that public 
service ethos and voluntary turnover intention (intention to stay) combined to 
predict 15.9% of job satisfaction in larger samples, but this figure is probably 
more accurately 13.5% in smaller samples such as represented by this 
database. The standard error of the estimate was .54176. The model 
summary can be seen in table 4.73 below.
Table 4.73: multiple regression exercise - model s u m mary with job satisfaction as 
dependent variable in V W H D C  sample (n=74)
Mode! Summary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .399(a) .159 .135 .54176
a Predictors: (Constant), pubmean, staymean 
b Dependent Variable: jsmean 
Source: this study
Analysing the data further it was noted that voluntary turnover intention 
(intention to stay) was making a significant contribution to the prediction of job 
satisfaction, with no possibility o f collinearity (See table 4.74 below):
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Coefficients(a)
Table  4.74: m ultip le  regression exerc ise  -  co effic ien ts  w ith  jo b  satis faction  as
dependent variab le  in V W H D C  sam ple  (n=74)
Model
Unstandardized
Coefficients
Standardized
Coefficients t Sig.
Collinearity
Statistics
B
Std.
Error Beta Tolerance VIF B Std. Error
1 (Constant) 3.266 .555 5.889 .000
staymean .210 .060 .386 3.504 .001 .989 1.011
pubmean -.080 .129 -.068 -.617 .539 .989 1.011
a Dependent Variable: jsmean 
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.4), with no major deviations from normality.
Figure 4.4: multiple regression exercise - normal P-P plot showing regression 
standardised residual with job satisfaction as dependent variable in V W H D C  sample 
(n=74)
N o rm a l P -P  P lo t o f  R e g re s s io n  S ta n d a rd iz e d  R e s id u a l
D e p e n d e n t V a r ia b le : js m e a n
O bserved Cum  Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.5 below).
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Figure 4.5: m ultip le  regression  exerc ise -  sca tte rp lo t show ing regression standard ised
residual and regression standard ized  pred icted  va lu e  w ith  jo b  satisfaction  as
d ependent variab le  in V W H D C  sam ple  (n=74)
Scatterplot
Dependent Variable: jsmean
Regression Standardized Predicted Value
Source: this study
4.11.6.3.1.3 M ultip le  regression analys is w ith  vo lun ta ry  tu rn o ve r 
in ten tion  (in tention  to  stay) as dependent variab le
The data were re-entered into SPSS with voluntary turnover intention 
(intention to stay) as the dependent variable and with both public service 
ethos and job satisfaction as independent variables.
The correlations, naturally, remained the same as before, but it should also be 
noted that the model summary remained almost the same. It was found that 
job satisfaction and public service ethos combined to predict 15.9% of 
voluntary turnover intention (intention to stay) in larger samples, but this figure 
is probably more accurately 13.5% in smaller samples such as represented by 
this database. It should be noted, however, that the standard error of the 
estimate was much higher than in the earlier version of the model, at .99733 
compared with .54176. The model summary can be seen in table 4.75 below.
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Tab le  4.75: m ultip le  regression  exerc ise  -  m odel sum m ary  w ith  vo luntary  tu rnover
intention (intention  to  stay) as d epen d en t variab le  in VW H D C  sam ple  (n=74)
Model Summary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .399(a) .159 .135 .99733
a Predictors: (Constant), jsmean, pubmean 
b Dependent Variable: staymean 
Source: this study
Analysing the data further it was noted that job satisfaction was making a 
significant contribution to the prediction of voluntary turnover intention 
(intention to stay), with no possibility o f collinearity (See table 4.76 below):
Table 4.76: multiple regression exercise - coefficients with voluntary turnover intention 
(intention to stay) as dependent variable in V W H D C  sample (n=74)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t Sig. Collinearity Statistics
B Std. Error Beta Tolerance VIF B Std. Error
1 (Constant) .961 1.243 .773 .442
pubmean -.139 .238 -.064 -.582 .562 .988 1.012
jsmean .711 .203 .386 3.504 .001 .988 1.012
a Dependent Variable: staymean 
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.6), with no major deviations from normality.
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Figure 4.6: m ultip le  regression exerc ise  -  norm al p-p p lot show ing regression
standard ised  residual w ith  vo lun tary  tu rn o ver in tention  (intention to  stay) as
depen d en t variab le  in V W H D C  sam ple  (n=74)
Normal P-P Plot of Regression Standardized Residual
Dependent Variable: staymean
0.8-
0.6-
0 .4 -
0.2-
0.0 0.2 0.4 0.6 0.8 1.0
O bserved Cum Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.7 below).
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Figure 4.7: m ultip le  regression  exerc ise  -  sca tte rp lo t show ing  regression s tandard ised
residual and regression  s tandard ized  pred icted  va lu e  w ith  vo luntary  tu rn o ver intention
(in tention  to  stay) as depen d en t variab le  in V W H D C  sam ple  (n=74)
Scatterplot
Dependent Variable: staymean
Regression Standardized Predicted Value
Source: this study
4.11.6.3.1.4 M ultip le  regression  analys is w ith  pub lic  serv ice  e thos as 
dependent variab le
The data were re-entered into SPSS with public service ethos as the 
dependent variable and with both voluntary turnover intention (intention to 
stay) and job satisfaction as independent variables.
The correlations, naturally, remained the same as before, but this time the 
model summary was very different. It was found that voluntary turnover 
intention (intention to stay) and job satisfaction combined to predict only 1.7% 
of public service ethos in larger samples, but this figure is probably more 
accurately even smaller than this, at 1.1% in smaller samples such as 
represented by this database. The standard error of the estimate was 
.49936. The model summary can be seen in table 4.77 below.
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T ab le  4.77: m ultip le  regression  exerc ise  -  m odel sum m ary  w ith  public serv ice  ethos as
depen d en t variab le  in V W H D C  sam p le  (n=74)
Model Sum m ary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .129(a) .017 -.011 .49936
a Predictors: (Constant), staymean, jsmean 
b Dependent Variable: pubmean 
Source: this study
Analysing the data further it was noted that neither job satisfaction nor 
voluntary turnover intention (intention to stay) were making any significant 
contribution to the prediction of public service ethos. The significance figure 
for both these variables was found to be considerably higher than .05, at .539 
and .562 respectively. (See table 4.78 below):
Table 4,78: multiple regression exercise - coefficients with public service ethos as 
dependent variable in V W H D C  sample (n=74)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t Sip.
Collinearity
Statistics
B
Std.
Error Beta Tolerance VIF B Std. Error
1 (Constant) 4.235 .367 11.547 .000
jsmean -.068 .110 -.080 -.617 .539 .845 1.183
staymean -.035 .060 -.075 -.582 .562 .845 1.183
a Dependent Variable: pubmean 
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.8), with no major deviations from normality.
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F igure 4.8: m ultip le  regression  exerc ise  -  norm al P-P p lot show ing  regression
standard ised  residual w ith  public  serv ice  ethos as dependent variab le  in V W H D C
sam ple  (n=74)
Normal P-P Plot of Regression Standardized Residual
Dependent Variable: pubmean
O bserved Cum  Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.9 below).
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Figure 4.9: m ultip le  regression  exerc ise  -  sca tte rp lo t show ing regression standard ised
residual and regression s tandard ized  pred icted  va lu e  w ith  public serv ice  ethos as
depen d en t variab le  in V W H D C  sam p le  (n=74)
S c a tte rp lo t
D e p e n d e n t V a ria b le : p u b m ean
R egress io n  S tan d ard ized  P red ic ted  V alue
Source: this study
4.11.6.3.1.5 C onclusion  -  M u ltip le  regression analysis o f VWHDC data 
(n=74)
This standard multiple regression exercise involving the data from VWHDC 
indicates that there is effectively no real possibility of any multicollinearity 
between the three variables, and that job satisfaction and public service ethos 
combine to predict between 13.5% and 15.9% of voluntary turnover intention 
(intention to stay) in this specific group of local government employees.
This effectively confirms the findings reported in Chapter 4, sub-section 4.7.4, 
that job satisfaction helps to explain just over 15% of the employees’ voluntary 
turnover intention (intention to stay).
2 7 4
4.11.6.3.2 M ultip le  regress ion  ana lys is  -  com bined pub lic  se c to r sam ple 
(n=93)
4.11.6.3.2.1 In troduction
In an effort to explore the relationships between the three key variables 
further, the combined public sector sample data set [VWHDC plus Public 
sector (various employers)] (n=93) was subjected to multiple regression 
analysis.
The data were entered into SPSS in three different combinations:
• First, with job satisfaction as the dependent variable and with both 
voluntary turnover intention (intention to stay) and public service ethos 
as independent variables.
• Secondly with voluntary turnover intention (intention to stay) as the 
dependent variable and with both public service ethos and job 
satisfaction as independent variables.
• Thirdly with public service ethos as the dependent variable and with 
both job satisfaction and voluntary turnover intention (intention to stay) 
as independent variables.
This approach uses Pearson correlation, which assumes normality of 
distribution, and thus the correlations identified were similar to, but not entirely 
identical to, the correlations identified earlier, in chapter 4, section 4.7.
4.11.6.3.2.2 M u ltip le  regression  ana lys is  w ith  jo b  sa tis fac tion  as 
dependent variab le
The Pearson correlations from the multiple regression analysis are shown in 
table 4.79 below. These figures are broadly similar to the correlations found in 
the hypothesis testing exercises, but they vary slightly from the Spearman’s 
correlation figures which can be seen earlier in chapter 4.
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T ab le  4.79: m ultip le  regression  exerc ise  -  co rre la tions  betw een the th ree  key variab les
in com bined  public sec to r sam p le  (n=93)
C orrelations
jsmean staymean pubmean
Pearson Correlation jsmean 1.000 .445 -.128
staymean .445 1.000 -.098
pubmean -.128 -.098 1.000
Sig. (1-tailed) jsmean . .000 .114
staymean .000 .179
pubmean .114 .179 .
N jsmean 93 91 91
staymean 91 91 91
pubmean 91 91 91
Source: this study
From the standard multiple regression exercise it was found that public 
service ethos and voluntary turnover intention (intention to stay) combine to 
predict 20.5% of job satisfaction in larger samples, but this figure is probably 
more accurately 18.7% in smaller samples such as represented by this 
database. The standard error o f the estimate was .55768. The model 
summary can be seen in table 4.80 below.
Table 4.80: multiple regression exercise - model s u m mary with job satisfaction as 
dependent variable in combined public sector sample (n=93)
Model Sum m ary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .453(a) .205 .187 .55768
a Predictors: (Constant), pubmean, staymean 
b Dependent Variable: jsmean 
Source: this study
Analysing the data further it was noted that voluntary turnover intention 
(intention to stay) was making a significant contribution to the prediction of job 
satisfaction, with no possibility o f collinearity. (See table 4.81 below):
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Tab le  4.81: m ultip le  regression  exerc ise  -  coeffic ien ts  w ith  jo b  satis faction  as
depen d en t variab le  in com bined  pub lic  sec to r sam ple  (n=93)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t Sig.
Collinearity
Statistics
B
Std.
Error Beta Tolerance VIF B Std. Error
1 (Constant) 3.219 .493 6.535 .000
staymean .245 .054 .437 4.575 .000 .990 1.010
pubmean -.102 .114 -.085 -.891 .376 .990 1.010
a Dependent Variable: jsmean 
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.10), with no major deviations from normality.
Figure 4.10: multiple regression exercise - normal P-P plot showing regression 
standardised residual with job satisfaction as dependent variable in combined public 
sector sample (n=93)
N o rm a l P -P  P lo t o f  R e g re s s io n  S ta n d a rd iz e d  R e s id u a l
D e p e n d e n t V a r ia b le : js m e a n
O bserved Cum  Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.11 below).
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Figure 4.11: m ultip le  regression  exerc ise  -  sca tte rp lo t show ing  regression
standard ised  residual and regression  s tan dard ized  predicted value w ith  jo b
satis faction  as dependent variab le  in com bined  public  sec to r sam ple  (n=93)
S c a tte rp lo t
D e p e n d e n t V ariab le : js m e a n
R egress io n  S tan d ard ized  P red icted  V a lu e
Source: this study
4.11.6.3.2.3 M ultip le  regression  analys is w ith  vo lun ta ry  tu rn o ve r 
in ten tion  (in tention  to  stay) as dependent variable
The data were re-entered into SPSS with voluntary turnover intention 
(intention to stay) as the dependent variable and with both public service 
ethos and job satisfaction as independent variables.
The correlations, naturally, remained the same as before, but it should also be 
noted that the model summary remained almost the same. It was found that 
job satisfaction and public service ethos combine to predict 20% of voluntary 
turnover intention (intention to stay) in larger samples, but this figure is 
probably more accurately 18.2% in smaller samples such as represented by 
this database. It should be noted, however, that the standard error of the 
estimate was much higher than in the earlier version of the model, at .99579 
compared with .54176. The model summary can be seen in table 4.82 below.
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T ab le  4 .82: M ultip le  regression  exerc ise  -  m odel sum m ary  w ith  vo lun tary  tu rn o ver
in ten tion  (intention to  stay) as d ep en d en t variab le  in com bined public  sec to r sam ple
(n=93)
Model Sum m ary(b)
Mode! R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .447(a) .200 .182 .99579
a Predictors: (Constant), pubmean, smean
b Dependent Variable: staymean 
Source: this study
Analysing the data further it was noted that job satisfaction was making a 
significant contribution to the prediction of voluntary turnover intention 
(intention to stay), with no possibility of collinearity (See table 4.83 below):
Table 4.83: multiple regression exercise - coefficients with voluntary turnover intention 
(intention to stay) as dependent variable in combined public sector sample (n=93)
Coefficients(a)
Model
SUqstandardized
Coefficients
Standardized
Coefficients t Sig. Collinearity Statistics
B Std. Error Beta Tolerance VIF B Std. Error
1 (Constant) .423 1.071 .395 .694
jsmean .783 .171 .440 4.575 .000 .984 1.017
pubmean -.088 .204 -.041 -.431 .668 .984 1.017
a Dependent Variable: staymean 
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.12), with no major deviations from normality.
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Figure 4.12: M ultip le  regression  exerc ise  -  norm al P-P p lot show ing  regression
standard ised  residual w ith  vo lu n tary  tu rn o v e r in tention  (intention  to  stay) as
depen d en t variab le  in com bined  public  sec to r sam ple  (n=93)
N o rm a l P -P  P lo t o f  R e g re s s io n  S ta n d a rd iz e d  R e s id u a l
D e p e n d e n t V a r ia b le : s ta y m e a n
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Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.13 below).
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Figure 4.13: multiple regression exercise - scatterplot showing regression 
standardised residual and regression standardized predicted value with voluntary 
turnover intention (intention to stay) as dependent variable in combined public sector 
sample (n=93)
S c a tte rp lo t
D e p e n d e n t V ariab le : s ta ym ean
Source: this study
4.11.6.3.2.4 M ultip le  regression  analys is w ith  pub lic  se rv ice  e thos as 
dependent variable
The data were re-entered into SPSS with public service ethos as the 
dependent variable and with both voluntary turnover intention (intention to 
stay) and job satisfaction as independent variables.
The correlations, naturally, remained the same as before, but this time the 
model summary was very different. It was found that voluntary turnover 
intention (intention to stay) and job satisfaction combined to predict only 1.8% 
of public service ethos in larger samples, but this figure is probably more 
accurately even smaller than this, at -.4% in smaller samples such as 
represented by this database. The standard error of the estimate was 
.51921. The model summary can be seen in table 4.84 below.
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Tab le  4.84: m ultip le  regression  exerc ise  -  m odel sum m ary  w ith  public  serv ice  ethos as
d epen d en t variab le  in com bined  pub lic  s ec to r sam p le  (n=93)
Model Sum m ary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .136(a) .018 -.004 .51921
a Predictors: (Constant), staymean, jsmean 
b Dependent Variable: pubmean 
Source: this study
Analysing the data further it was noted that neither job satisfaction nor 
voluntary turnover intention (intention to stay) were making any significant 
contribution to the prediction of public service ethos. The significance figure 
for both these variables was found to be considerably higher than .05, at -.105 
and -.051 respectively. (See table 4.85 below):
Table 4.85: multiple regression exercise - coefficients with public service ethos as 
dependent variable in combined public sector sample (n=93)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t
Collinearity
Statistics
B
Std.
Error Beta Tolerance VIF B Std. Error
1 (Constant) 4.329 .315 13.725 .000
jsmean -.088 .099 -.105 -.891 .376 .802 1.247
staymean -.024 .056 -.051 -.431 .668 .802 1.247
a Dependent Variable: pubmean 
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.14), with no major deviations from normality.
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F igure 4.14: m ultip le  regression  exerc ise  -  norm al P-P p lo t show ing  regression
standard ised  residual w ith  public  serv ice  ethos as dependent variab le  in com bined
public  sec to r sam ple  (n=93)
N o rm a l P -P  P lo t o f  R e g re s s io n  S ta n d a rd iz e d  R e s id u a l
D e p e n d e n t V a r ia b le : p u b m e a n
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Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.15 below).
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F igure 4.15: m ultip le  regression  exerc ise  -  sca tte rp lo t show ing  regression
standard ised  residual and regression  s tan d ard ized  predicted value w ith  public service
ethos as d ependent variab le  in com bined  public  sec to r sam ple  (n=93)
Scatterplot
Dependent Variable: pubmean
Regression Standardized Predicted Value
Source: this study
4.11.6.3.2.5 C onclus ion  -  M u ltip le  regression analysis o f com bined 
pub lic  sec to r sam ple data (n=93)
This standard multiple regression exercise involving the data from VWHDC 
indicates that there is effectively no real possibility of any multicollinearity 
between the three variables, and that job satisfaction and public service ethos 
combine to predict between 18.7% and 20.5% of voluntary turnover intention 
(intention to stay) in this sample of public sector workers.
In chapter 4, sub-section 4.7.4, it was found that, for VWHDC employees, job 
satisfaction helps to explain just over 15% of the employees voluntary 
turnover intention (intention to stay); this larger sample drawn from a wider 
base of public sector employees implies that the true figure is closer to 20%.
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4.11.6.3.3 M ultip le  regression  ana lys is : C om bined data se t (n = 133)
4.11.6.3.3.1 In troduction
When the details from all three sets of respondents were combined into one 
data set of 133 responses it was possible to analyse this to attempt to identify 
whether there were any specific trends or phenomena which might not have 
been immediately evident in the smaller separate data sets.
The combined data set was subjected to a standard multiple regression 
analysis in an attempt to explore the relationships between the three key 
variables.
The data were entered into SPSS in three different combinations:
• First, with job satisfaction as the dependent variable and with both 
voluntary turnover intention (intention to stay) and public service ethos 
as independent variables.
• Secondly with voluntary turnover intention (intention to stay) as the 
dependent variable and with both public service ethos and job 
satisfaction as independent variables.
• Thirdly with public service ethos as the dependent variable and with 
both job satisfaction and voluntary turnover intention (intention to stay) 
as independent variables.
This approach used Pearson correlation, which assumes normality of 
distribution, and thus the correlations identified were similar to, but not entirely 
identical to, the correlations identified earlier (see section 4.7).
4.11.6.3.3.2 M ultip le  regress ion  ana lys is w ith  jo b  sa tis fac tion  as 
dependent variab le
The Pearson correlations from the multiple regression analysis are shown in 
table 4.86 below. These figures are similar to the correlations found in the 
hypothesis testing exercises, but clearly the Pearson’s correlations are slightly 
different from the Spearman’s correlations identified earlier for hypotheses 2 
and 3:
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Correlations
Table 4.86: m ultiple reg ressio n  ex e rc ise  -  co rre la tio n s betw een th e  th ree  key variab les
in com bined  data  s e t  (n=133)
jsmean staymean pubmean
Pearson Correlation jsmean 1.000 .585 -.086
staymean .585 1.000 -.062
pubmean -.086 -.062 1.000
Sig. (1-tailed) jsmean .000 .162
staymean .000 .241
pubmean .162 .241
N jsmean 133 132 132
staymean 132 132 132
pubmean 132 132 132
Source: this study
From the model summary (see table 4.87 below) it was found that public 
service ethos and voluntary turnover intention (intention to stay) combined to 
predict 34.5% of job satisfaction in larger samples, but this figure is probably 
more accurately 33.5% in smaller samples such as represented by this 
database. The standard error of the estimate was .58660.
Table 4.87: multiple regression exercise -  model summary with job satisfaction as 
dependent variable in combined data set (n=133)
Model Summary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .588(a) .345 .335 .58660
a Predictors: (Constant), pubmean, staymean 
b Dependent Variable: jsmean
Source: this study
Analysing the data further it was noted that voluntary turnover intention 
(intention to stay) was making a significant unique contribution to the 
prediction of job satisfaction, with no possibility of collinearity. The 
standardised beta coefficient is shown as .582 and the significance for this 
variable is shown as less than .05. (See table 4.88 below):
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Table 4.88: m ultiple reg ress io n  ex e rc ise  -  coefficients with job  sa tisfac tio n  as
d ep e n d en t variable in com bined  d a ta  s e t  (n=133)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t Sig.
Collinearity
Statistics
B
Std.
Error Beta Tolerance VIF B Std. Error
1 (Constant) 2.842 .428 6.639 .000
staymean .369 .045 .582 8.158 .000 .996 1.004
pubmean -.071 .100 -.050 -.707 .481 .996 1.004
a Dependent Variable: jsmean
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.16), with no major deviations from normality.
Figure 4.16: multiple regression exercise -  normal P-P plot showing regression standardised 
residual with job satisfaction as dependent variable in combined data set (n=133)
Norm al P-P Plot o f R egression  Standardized Residual
D ependent Variable: jsm ean
Observed Cum Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.17 below).
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Figure 4.17: m ultiple reg ress io n  ex e rc ise  -  sca tte rp lo t show ing  reg ressio n
s ta n d a rd ise d  residual and re g ress io n  stan d ard ized  predic ted  value with job
sa tis fac tio n  a s  d ep en d en t variable in com bined  d a ta  s e t  (n=133)
Scatterplot
Dependent Variable: jsm ean
Source: this study
4.11.6.3.3.3 Multiple regression analysis with voluntary turnover 
intention (intention to stay) as dependent variable
The data were re-entered into SPSS with voluntary turnover intention as the 
dependent variable and with both public service ethos and job satisfaction as 
independent variables.
The correlations, naturally, remained the same, but it should also be noted 
that the model summary remained almost the same. It was found that job 
satisfaction and public service ethos combined to predict 34.3% of voluntary 
turnover intention (intention to stay) in larger samples, but this figure is 
probably more accurately 33.3% in smaller samples such as represented by 
this database. The standard error of the estimate was .92638. (See table 
4.89 below).
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Table 4.89: m ultiple reg ress io n  ex e rc ise  -  m odel sum m ary  with volun tary  tu rnover
in ten tion  (intention to  stay) a s  d e p e n d e n t variab le  in com bined  d a ta  s e t  (n=133)
Model Summary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .586(a) .343 .333 .92638
a Predictors: (Constant), pubmean, smean
b Dependent Variable: staymean 
Source: this study
Analysing the data further it was noted that job satisfaction was making a 
significant contribution to the prediction of voluntary turnover intention 
(intention to stay), with no possibility of collinearity. The standardised beta 
coefficient is shown as .584 and the significance for this variable is shown as 
less than .05. (See table 4.90 below):
Table 4.90: multiple regression exercise -  coefficients with voluntary turnover intention 
(intention to stay) as dependent variable in combined data set (n=133)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t Siq. Collinearity Statistics
B Std. Error Beta Tolerance VIF B Std. Error
1 (Constant) -.397 .782 -.508 .613
jsmean .921 .113 .584 8.158 .000 .993 1.008
pubmean -.025 .158 -.011 -.158 .875 .993 1.008
a Dependent Variable: staymean
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.18), with no major deviations from normality.
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Figure 4.18: m ultiple reg ress io n  ex e rc ise  -  norm al P-P plot show ing  reg ressio n
s tan d a rd ise d  residual with vo luntary  tu rn o v er intention (intention to  stay) a s
d ep e n d en t variable in com bined  d ata  s e t  (n=133)
N orm al P-P  P lo t o f R e g re s s io n  S tan d ard ized  R esidual
D e p e n d e n t V a ria b le : s taym ean
Observed Cum Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.19 below).
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Figure 4.19: multiple regression exercise -  scatterplot showing regression
standardised residual and regression standardized predicted value with voluntary 
turnover intention (intention to stay) as dependent variable in combined data set 
(n=133)
Scatterplot
Dependent Variable: staymean
Regression Standardized Predicted Value
Source: this study
4.11.6.3.3.4 Multiple regression analysis with public service ethos as 
dependent variable
The data were re-entered into SPSS with public service ethos as the 
dependent variable and with both job satisfaction and voluntary turnover 
intention (intention to stay) as independent variables.
It was found from the model summary that voluntary turnover intention 
(intention to stay) and job satisfaction combined to predict only .8% of public 
service ethos in samples of all sizes. The standard error of the estimate was 
.51581 (see table 4.91 below).
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T able 4.91: m ultiple reg ress io n  ex e rc ise  -  m odel sum m ary  with public se rv ice  e th o s  a s
d ep e n d en t variable in com bined  d a ta  s e t  (n=133)
Model Summary(b)
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
1 .088(a) .008 -.008 .51581
a Predictors: (Constant), staymean, jsmean 
b Dependent Variable: pubmean
Source: this study
Analysing the data further it was noted that job satisfaction was making a 
slight unique contribution to the prediction of the public service ethos, at -.076, 
but this cannot be considered to be significant as the significance figure is 
considerably higher than .05 at .481. (See table 4.92 below):
Table 4.92: multiple regression exercise -  coefficients with public service ethos as 
dependent variable in combined data set (n=133)
Coefficients(a)
Model
Unstandardized
Coefficients
Standardized
Coefficients t _ Sig.
Collinearity
Statistics
B
Std.
Error Beta Tolerance VIF B Std. Error
1 (Constant) 4.196 .232 18.125 .000
jsmean -.055 .077 -.076 -.707 .481 .657 1.521
staymean -.008 .049 -.017 -.158 .875 .657 1.521
a Dependent Variable: pubmean
Source: this study
It should be noted that the normal p-p plot shows a reasonably standardised 
residual (figure 4.20), with no major deviations from normality.
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Figure 4.20: m ultiple reg ressio n  ex e rc ise  -  norm al P-P plot show ing  reg ressio n
s tan d a rd ise d  residual with public se rv ice  e th o s  a s  d ep en d en t variable in com bined
d ata  s e t  (n=133)
N orm al P-P P lo t o f R e g re s s io n  S tan d ard ized  R es idual
D e p e n d e n t V a ria b le : pub m ean
Observed Cum Prob
Source: this study
Similarly, the scatterplot showed no major deviations, and no outliers (see 
figure 4.21 below).
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Figure 4.21: multiple reg ress io n  ex e rc ise  -  sca tte rp lo t show ing  reg ressio n
s tan d a rd ise d  residual and  reg ress io n  s tan d a rd ized  predicted  value with public serv ice
e th o s  a s  d ep en d en t variable in com bined  d a ta  s e t  (n=133)
Scatterplot
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Source: this study
4.11.6.3.3.5 Conclusion - multiple regression analysis of combined data 
set (n=133)
This standard multiple regression exercise involving the data from the 
combined data set reveals much stronger predictive relationships than were 
evident from the analysis of responses from the VWHDC employees, where it 
was found that the predictive link between job satisfaction and voluntary 
turnover intention (intention to stay) was approximately 15%.
The results from the analysis of the combined data set indicate that:
• Job satisfaction predicts between 33.3% and 34.3% of voluntary 
turnover intention (intention to stay).
• Voluntary turnover intention (intention to stay) predicts between 33.5% 
and 34.5% of job satisfaction.
• There is no real predictive link whatsoever between public service 
ethos and either job satisfaction or voluntary turnover intention 
(intention to stay).
294
4.11.6.3.4 Summary -  multiple regression analysis results
Table 4.93 below shows the outcomes of the multiple regression analyses 
carried out, respectively, on: 1. VWHDC sample (n=74); 2, the public sector 
(various employers) sample (N= 93) and 3, the combined data set (n=133).
Table 4.93: summary of the predictive abilities of three key variables [job satisfaction, voluntary 
turnover intention (intention to stay) and public service ethos] identified by multiple regression 
analysis of three samples.
W W H D C
(n=74)
Public sector 
(various employers) 
(n=93)
Combined data set 
(n= 133)
Job satisfaction 
predicts
13.5% to 15.9% 
of voluntary turnover 
intention (intention to 
stay)
18.7% to 20.5% 
of voluntary turnover 
intention (intention to 
stay)
33.3% to 34.3% of 
voluntary turnover 
intention (intention to 
stay)
Voluntary turnover 
intention (intention 
to stay) predicts
13.5% to 15.9% of 
job satisfaction
18.2% to 20.0% of 
job satisfaction
33.5% to 34.5% 
of job satisfaction
Public service 
ethos predicts
-1.1 to 1.7% of either 
job satisfaction or 
voluntary turnover 
intention (intention to 
stay)
.04 to 1.8% of either 
job satisfaction or 
voluntary turnover 
intention (intention to 
stay)
.8% of either job 
satisfaction or 
voluntary turnover 
intention (intention to 
stay)
Source: this study
Thus the predictive link between ‘job satisfaction’ and ‘voluntary turnover 
intention (intention to stay)’ was found to be, approximately (rounded to whole 
numbers)
• 14% for the VWHDC staff sample data set (n=74)
• 19% for the public sector (various employers) sample data set (n=93)
• 34% for the combined (all employers) sample data set (n=133)
• In each instance the predictive link to ‘public service ethos’ was 
negligible.
4.11.7 Conclusions -  additional data collection exercise
The conclusions from the supplementary data collection exercise and the 
further analysis must be that:
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• Firstly, the results of the hypothesis testing in sub-section 4.11.5 show 
that the four hypotheses produced broadly identical results when tested 
for each of the data sets -  H1 rejected in the null form, H2, H3 and H4 
accepted in the null form.
• Secondly, the further analyses shown in section 4.11.6, and in 
particular the multiple regression exercise, indicate a strong predictive 
link between ‘job satisfaction’ and ‘voluntary turnover intention 
(intention to stay)’, although the precise strength of this link varied 
noticeably depending upon the size and the composition of the data set 
in each instance. However, there was no evidence that ‘public service 
ethos’ had any predictive association with either of these variables, at 
all.
• Thirdly, the concept of ‘public service ethos’ does not appear to have 
been captured very clearly, if at all, by the items on this particular 
questionnaire. It certainly does not appear to have been a 
characteristic possessed predominantly by public sector employees.
4.12 Chapter summary
The analysis described in this chapter, based upon analyses of first the 
VWHDC responses and subsequently various additional data sets in different 
combinations, has produced some interesting insights. These indicate that 
attitudes to ‘job satisfaction’, ‘voluntary turnover intention (intention to stay)’ 
and ‘public service ethos,’ and the relationships between the three variables, 
remain relatively constant for each of the samples in this analysis.
The phase 1 qualitative study indicated the existence of a deeply-held desire 
to serve the public in a non-commercial setting, implying the continued 
existence of the concept of a strongiy-held ‘public service ethos’.
However, the phase 2 quantitative study, involving the VWHDC respondents 
(n=74) and various subsequent data sets including the combined data set 
(n=133), did not produce evidence to support this concept in any meaningful 
way.
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The results of the hypothesis testing were noticeably consistent. Each time 
the four hypotheses were tested, similar results were found for each of the 
data sets:
• For Hypothesis 1 (H1) the null hypothesis was rejected -  there was found 
to be a positive correlation between job satisfaction and voluntary turnover 
intention (intention to stay).
• For Hypothesis 2 (H2) the null hypothesis was accepted -  there was found 
to be no real correlation between job satisfaction and voluntary turnover 
intention (intention to stay).
• For Hypothesis 3 (H3) the null hypothesis was accepted -  there was found 
to be such a small correlation between voluntary turnover intention 
(intention to stay) and public service ethos that it could not really be 
considered to exist.
• For Hypothesis 4 (H4) the null hypothesis was accepted -  there was found 
to be no real influence of public service ethos as a confounding variable in 
the relationship between job satisfaction and voluntary turnover intention 
(intention to stay).
The findings from the multiple regression analysis on the various quantitative 
samples in phase 2 clearly indicate strong predictive relationships between 
‘job satisfaction’ and ‘voluntary turnover intention (intention to stay)’. As with 
the hypothesis testing, the precise strengths of the relationships tended to 
vary but nevertheless the links remain.
There appear to be contradictions related to the entire concept of ‘public 
service ethos’. The regression analysis failed to produce any evidence that 
‘public service ethos’ had any predictive association with either of the other 
variables. The qualitative evidence from phase 1 pointed clearly towards the 
existence of the concept. The attempts to encapsulate ‘public service ethos’ 
in the questionnaire as described in chapter 3, with the initial pilot study 
questions proving unreliable, and a subsequent Q-sort exercise leading to 
new questions, provided a series of challenges which delayed the production
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of the eventual questionnaire by some months. The analysis described in 
chapter 4 indicates that, despite all the efforts, the concept of ‘public service 
ethos’ has still not been captured by the questionnaire.
The fact that the private sector respondents (n= 40) reported a higher mean 
score for this variable than either the VWHDC staff (n=74) or the combined 
public sector sample (n=93) respondents implies that whatever was captured 
by the responses to these questions, it was certainly not a characteristic 
possessed predominantly by public sector employees.
When this is added to the virtual absence of any link with either ‘job 
satisfaction’ or ‘voluntary turnover intention (intention to stay)’ as identified by 
the multiple regression analyses, an inescapable question arises: Does 
‘public service ethos5 actually exist? This is one of the themes which wilt 
be explored in the next chapter, when the results of the study, and their 
implications, will be considered in relation to some of the literature identified in 
the secondary research described in chapter 2.
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C hapter 5. C onclus ions
5.1 Introduction
In this chapter, the findings from the primary research described in chapters 3 
and 4 will be discussed and evaluated in the light of the expected findings 
from the review of secondary sources described in chapter 2. In addition, the 
implications of the outcome of the study for key stakeholders (particularly 
academics, managers and policy makers) will be discussed. In the light of 
lessons drawn from the study there will be a discussion of the limitations 
identified and this will lead into recommendations for further research. The 
chapter ends with a brief summary of the conclusions.
5.2 Discussion of findings
5.2.1 Phase 1: The findings from the initial qualitative study.
The initial interviews with the four typical VWHDC employees were intended 
to help to establish an understanding of the beliefs, understandings and 
motivations of the workforce in order to inform the process of devising the 
questionnaire for the quantitative phase of the study.
Several key themes emerged from these interviews, particularly:
• The desire for a safe pleasant job (see 4.2.3.1)
• The desire to belong to a good pension scheme (see 4.2.3.2)
• The desire to avoid working in the private sector (see 4.2.3.3)
• The desire to serve society / the community (see 4.2.3.4)
• The desire to work for an ethical organisation (see 4.2.3.5)
• Concern at the poor image of public sector workers (see 4.2.3.6)
• Concern at the poor quality of (some) public sector workers (see 
4.2.3.7)
Out of these seven themes, the first two might be considered to be related to 
hygiene factors (Herzberg, 1968) -  the desire to be comfortable and hence 
not dissatisfied at work, or to Bellante and Link’s (1981) concept of 
instinctively risk-averse employees being drawn to public sector employment.
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The remaining five ali offer a clear indication of a strong desire to work in a 
public service setting, serving society, and, effectively, meeting perceived 
needs for social and moral justice, regardless of the financial cost.
These themes, stated either directly or indirectly by all four subjects 
(interviewees) are clearly very closely related to the recognisable working 
definitions of ‘public service ethos’ (or ‘public service motivation’) established 
in chapter 2, of which the four most prominent are:
• “The motivational force that induces individuals to perform meaningful 
public service” (Brewer and Selden, 1988, p.417)
• “A disposition to respond to motives grounded primarily or uniquely in 
public institutions” (Perry and Wise, 1990, p.368)
• “A general altruistic motivation to serve the interests of a community...” 
(Rainey and Steinbauer, 1999, p.23)
• “...beliefs, values and attitudes that go beyond self-interest and 
organizational interest” (Vandenabeele, 2007, p.549)
All four of these definitions apply similarly to all four interviewees.
The conclusion that emerges from the four interviews in phase 1 of the study 
(the initial qualitative phase) is that there is clearly evidence to support the 
existence of a distinctive public service ethos, as described in the literature 
(Brewer and Selden, 1988; Perry and Wise, 1990; Rainey and Steinbauer, 
1999; Vandenabeele, 2007), and that it is certainly thriving among the staff at 
VWHDC. Furthermore, all four interview subjects demonstrated a clear and 
unmistakeable conviction that they, and their work roles, were noticeably 
different from possible counterparts in the private sector. They each 
expressed a firm conviction that the nature, style and type of work that they 
carried out could not be performed in the same way in anything other than a 
public sector setting.
The qualitative study (phase 1) provided clear and unequivocal evidence for 
the existence of ‘public service ethos’ as described in the literature review. 
The challenge for the quantitative study (phase 2) was to encapsulate the
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concept into a series of questions or statements which could be adopted to 
capture the concept quantitatively.
5.2.2 Phase 2: The findings in relation to the four research questions (all 
data sets).
In chapter 2, four research questions were posed, as follows:
• Is there a relationship between the level of job satisfaction and 
voluntary turnover intention (intention to stay)?
• Is there a relationship between the level of job satisfaction and the level 
of public service ethos?
• Is there a relationship between voluntary turnover intention (intention to 
stay) and public service ethos?
• Does public service ethos have an influence on the relationship 
between the level of job satisfaction and voluntary turnover intention 
(intention to stay)?
The findings in relation to these four questions, and their implications, are 
worthy of note:
5.2.2.1 The relationship between the level of job satisfaction and 
voluntary turnover intention (intention to stay)
There is a clear positive correlation between ‘job satisfaction’ and ‘voluntary 
turnover intention (intention to stay)’, although the strength of the correlation 
varies noticeably between the 5 different data sets, between .393 for the 
VWHDC sample data set (n=.74) and .806 for the private sector 
(miscellaneous employers) sample data set (n=40), with an overall figure of 
.579 for the overall combined sample data set (n=133).
Whilst the correlation was expected from the outset, the relative strength from 
the different samples is of particular interest. In general terms, in all five 
samples there is a tendency, in layman’s terms, for satisfied workers to stay 
and for workers who are dissatisfied to leave. However, in reality, the 
evidence from this study suggests that the relationship between the two 
variables is less clear-cut. For the 40 private sector employees the
301
relationship is ‘large’ (Cohen, 1988) or ‘very strong’ (Hair et al, 2003), whilst 
for the 74 VWHDC employees in the initial sample it is much less intense, and 
the strength of the correlation might be variously described as ‘medium’ 
(Cohen, 1988) or weak (Hair et ai, 2003).
The key theoretical concepts reviewed in chapter 2 (Spector, 1997; Quarstein 
et al, 1992; Mobley, 1977; Mobley et al, 1978, 1979; Price, 2001; Steers and 
Mowday, 1981; Lee and Mitchell, 1994) all indicate a positive relationship 
between these two variables, although in each case they incorporate one or 
more intermediate linkages or moderating factors into the relationship 
between job satisfaction and actual turnover.
Without further specific analysis it is not possible to state with authority 
precisely why the correlation is much stronger among the private sector 
respondents compared to the public sector workers in genera! and the 
VWHDC employees in particular. However, it is probably safe to conclude 
that there are strong ties which bind the VWHDC employees to their current 
jobs (or at least to their current employer).
The apparent reluctance of the public sector employees to move on appears 
to reflect the tendency to wish to serve the public identified by, among others, 
Perry and Wise, (1990), Naff and Crum (1999), Vandenabeele (2008), Park 
and Rainey (2007).
5.2.2.2 The relationship between the level of job satisfaction and the 
level of public service ethos
There is no evidence arising from this study for any correlation between ‘job 
satisfaction’ and ‘public service ethos’. For each of the 5 different data sets, a 
very small negative correlation is shown between these two variables, ranging 
in strength between -.012 and -.090. The principal authorities on this topic, 
Cohen (1988) and Hair et ai (2003) would both consider this figure to be too 
low to be considered as any correlation at all.
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This finding was not expected, and it is possible that the questions in the 
questionnaire intended to capture the concept of public service ethos 
(questions 41 to 45 inclusive) failed to do so in any meaningful way.
Kristoff-Brown et al (2005) had identified a high level of person-job fit and 
person-organisation fit among public sector employees, implying that workers 
drawn to public service employment in the first place would experience high 
levels of job satisfaction subsequently. Other writers on this topic (Steijn, 
2008; Vandenabeele, 2008; and Vandenabeele et al, 2006) concur, and the 
literature appears to suggest a strong link between job satisfaction and public 
service ethos. In particular, Steijn (2004, 2008) had identified that public 
sector employees with high levels of public service ethos (he actually used the 
term ‘public service motivation’) would be far more likeiy to have high levels of 
satisfaction and to be far less likeiy to leave the organisation, compared to 
those who had unmet needs in this respect.
There is evidently a contradiction between the findings of the current study 
and the expectations from the literature which featured in chapter 2 of this 
thesis. It is possible that the sample(s) and subjects selected for the primary 
research in this study were atypical, but it is also possible that the questions in 
the questionnaire failed to capture the concept completely, thus producing, a 
skewed picture of the true situation.
5.2.2.3 The relationship between voluntary turnover intention (intention 
to stay) and public service ethos
There is a somewhat confused picture concerning the relationship between 
voluntary turnover intention (intention to stay) and public service ethos. For 
three out of the five data sets there was found to be a very small negative 
correlation ranging from -.128 for the VWHDC data set (n=74) to -.069 for the 
overall combined sample data set (n=133).
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For the other two data sets a small positive correlation was found, ranging 
from .038 for the private sector (miscellaneous employers) data set (n=40) to 
.249 for the public sector (various employers) data set (n=19).
It should be noted that Cohen (1988) would not recognise any correlation at 
all in any relationship with strength lower than +/-.1. Thus he would describe 
the correlation for both the VWHDC data set and the public sector (combined) 
data set as ‘medium and negative’, whilst he would consider the correlation for 
both the private sector (miscellaneous employers) data set and the overall 
combined sample data set (n=133) and being non-existent. Somewhat 
anomalously, he would describe the correlation for the public sector (various 
employers) data set (n=19) as ‘medium and positive’.
However, Hair et al (2003) would describe the relationships differently. They 
would not recognise any correlation with a strength of +/-.2 or less, and four 
out of the five come into this category. The fifth, the public sector (various 
employers) data set (n=19), would be described as ‘weak and positive’.
In view of these differences of interpretation, it would seem prudent for the 
sake of the current analysis to regard the public sector (various employers) 
data set (n=19), as an anomaly, and to accept Hair et al’s (2003) 
interpretation that there is, to all intents and purposes, no effective correlation 
between these two variables.
Echoing the findings in relation to the second research question set out in
5.22.2 above, this result, too, was not expected, and it appears increasingly 
likely that questions 41 to 45 inclusive in the questionnaire failed to capture 
the concept of ‘public service ethos’ in any meaningful way.
Steers and Mowday (1981) described a succession of forces at work which 
commences with job expectations, produced by a combination of employees’ 
expectations and personal values, and the extent to which the job and the 
organisation actually meet these needs and values. From this it might be 
expected that a high score for 'public service ethos’ would be associated with
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a high score for ‘voluntary turnover intention (intention to stay)’ as long as the 
respondents did, indeed, feel a strong desire to serve the public. Certainly, 
Perry and Wise (1990) described a positive relationship between public 
service motivation and a range of issues, including levels of commitment and 
staff retention. Continuing this theme, Steijn (2004, 2008) identified that 
public sector workers with a high level of public service motivation (public 
service ethos) would be less likely to leave their employing organisation, and 
Pandey et al (2008) identified a moderate link between public service 
motivation (public service ethos) and organisational commitment. In a similar 
vein, Taylor (2008) identified clear links between job satisfaction, 
organisational commitment and public service motivation (public service 
ethos).
There appears to be an anomaly here, which applies across all five data sets. 
The expected correlation between voluntary turnover intention (intention to 
stay) and public service ethos has failed to materialise in any meaningful way, 
with the possible exception of the relatively small positive correlation found 
with the public sector (various employers) data set (n=19). Two possibilities 
arise: either this one small data set was typically representative and the others 
were in some way completely unrepresentative, or alternatively questions 41 
to 45 inclusive in the questionnaire did, indeed, measure something other than 
the concept of ‘public service ethos’.
5.2.2.4 The influence of public service ethos on the relationship between 
the level of job satisfaction and voluntary turnover intention (intention to 
stay).
Having established that there was, effectively, little or no relationship between 
‘public service ethos’ and either ‘job satisfaction’ or ‘voluntary turnover 
intention (intention to stay)’, the study went on to investigate the possible 
existence of a three-way relationship between these variables.
With the VWHDC data set (n=74) the options for investigating such a 
hypothesised link were restricted due to the relatively small size of the data 
set. Using partial correlation analysis it was found that public service ethos
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had such a small influence on the correlation between job satisfaction and 
voluntary turnover intention (intention to stay) that there was, effectively, no 
real influence whatsoever. The difference between r=.393 and r=.386 is .007, 
which neither Cohen (1988) not Hair et al (2003) would recognise as being of 
materia! impact.
With the larger overall combined sample data set (n=133) it was possible to 
carry out more sophisticated testing using multiple regression analysis. This 
indicated a predictive link between job satisfaction and voluntary turnover 
intention (intention to stay) of approximately 34%, but a negligible predictive 
link of less than 1% for public service ethos.
This finding was not entirely unexpected given the results from testing the 
responses to research questions 2 and 3. Nevertheless, it still runs counter to 
the initial expectations from the literature reviewed in chapter 2. The clear 
directional thrust of the literature indicated not only the existence of the 
concept of ‘public service ethos’ (or ‘public service motivation’, or ‘public 
service ethic’), but also a clear set of connections to either job satisfaction 
(Boxx et al, 1991; Norris, 2004), intention to remain in post for a relatively long 
period of time (Bellante and Link, 1981; Perry and Wise, 1990; Mann, 2006), 
or both (Naff and Crum, 1999; Steijn, 2004, 2008; Taylor, 2008).
The concept of ‘public service ethos’, as a characteristic which differentiates 
‘typical’ public sector employees from their ‘typical’ private sector 
counterparts, has, allegedly, been steadily reduced and redefined in recent 
years (Box, 1998; Frederickson and Hart, 1985; Lyons et al, 2006, Pratchett 
and Wingfield, 1996), although it is still believed to exist per se (Brewer and 
Selden, 1998; Brewer et a!, 2000; Buelens and Van den Broeck; Chanlat, 
2003; Ferlie et al, 1996; Naff and Crum, 1999; Perry and Wise 1990; Perry, 
1996, 2000; Pratchett and Wingfield, 1996; Rainey and Steinbauer, 1999; 
Steijn, 2008; Vandenabeele, 2007, 2008; Vandenabeele et al, 2006).
Echoing the findings from sub-sub-sub sections 5.2.2.2 and 5.2.2.3 above, 
there appears to be an anomalous situation with the findings from this
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particular quantitative study, which applies effectively in equal measure across 
all five data sets. The expected three-way set of relationships between ‘job 
satisfaction’, ‘voluntary turnover intention (intention to stay)’ and ‘public 
service ethos’ has failed to materialise in any effectively meaningful way.
It is evident that either the respondents in this combination of data sets were 
in some way different from the public servants studied in all the previously 
published studies, or alternatively questions 41 to 45 inclusive in the 
questionnaire did not actually measure the concept of ‘public service ethos’.
Thus, there is a clear contradiction between the findings of phase 1 and phase 
2 regarding the concept of public service ethos. Phase 1 suggests that the 
concept exists in a very real way for the staff at VWHDC. Phase 2 does not 
appear to have captured this concept in any real way, either for the VWHDC 
data set (n=74) or for any of the other data sets, including the combined data 
set sample (n=133).
5.2.3 Phase 2: The findings in relation to the situation at VWHDC (n=74)
The core study focused upon the situation at a specific location (VWHDC). 
Thus, it is pertinent to focus upon the findings specifically related to this 
particular organisation, and the challenges represented by the findings. 
Rather than simply re-visiting the correlations and relationships discussed 
earlier in this section (sub-sub section 5.2.2), the discussion in this sub-sub 
section (5.2.3) will focus mostly on the mean scores rather than the 
correlations, perse.
5.2.3.1 Job Satisfaction at VWHDC (n=74)
Preliminary findings suggested that the overall level of job satisfaction at 
VWHDC was slightly lower than the level reported by Spector (1997), with a 
mean score of 3.65 out of a possible 6 compared with Spector’s norm of 3.80. 
An examination of the nine separate component facets of job satisfaction 
indicates that with ‘pay’, satisfaction was slightly higher than Spector’s figure 
(3.04 compared with 2.95) and for the remaining eight facets the satisfaction 
scores were lower.
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The data indicate that for this organisation job satisfaction increases with age, 
and staff in the "40 and over” category reported overall satisfaction levels 
above the sample mean. This corresponds with the findings of earlier 
research studies. Brush et al (1987), Oshagbemi (1997a) and Taylor (2008) 
all indicated a straight line correlation between age and job satisfaction, with 
levels rising steadily as age increases; Steijn (2008) reported that older 
workers stayed longer, and this tendency increased particularly from the mid- 
50s upwards. Zeitz (1990) found a U-shaped curve, with high levels at the 
start and end of a working life, and reaching a low point in middle age, 
although Clark et al (1996) found such a curve to exist in males but not in 
females. However, due to the relatively small sample size in the current study, 
the age-related data are not sufficiently finely graded to be able to detect any 
subtle variations in the trend beyond the simple evidence that mean job 
satisfaction scores are higher in the higher age group.
In this study at VWHDC (n=74), males reported higher levels of job 
satisfaction than females. This accords with Oshagbemi's (1997a) findings, 
although the evidence from other studies is somewhat less clear cut, with both 
Brush et al (1987) and Witt and Nye (1992) indicating that no real difference 
existed between the sexes in this respect. To complete the debate, Taylor 
(2008) found that the opposite applied, with higher satisfaction among 
females. There is ciearly scope for further investigation into why and how 
these different and contradictory results might have arisen.
Employees who were the main earners in their households reported higher job 
satisfaction than those who were not the main earners. It is interesting to note 
that other studies have tended to report marital status rather than relative 
income earning roles, so it is not possible to make direct comparisons with 
total confidence, although it might be supposed that in a “traditional” 
household the main income earner is probably married. Assuming this link to 
be valid, both Youssef (1998) and Bender and Heywood (2006) reported 
higher job satisfaction among married staff, suggesting an element of 
agreement with the findings of this study.
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Staff on temporary contracts and those on full-time permanent contracts 
reported higher levels of job satisfaction than those on fixed-term contracts 
and those on permanent part-time contracts. It was particularly interesting to 
note that the staff on permanent part-time contracts reported the lowest levels 
of satisfaction out of all the four groups. This is not a dimension that appears 
to have featured directly in earlier studies, although it might be assumed that 
staff with permanent full-time contracts would tend to have more opportunities 
to carry out work which they felt was worthwhile, and thus by extension work 
which brought challenges, and opportunities to achieve. Staff on permanent 
part-time or fixed-term contracts, by contrast, may well have had relatively 
routine roles which neither encouraged nor permitted any deeper 
engagement. This would fit with the findings of Herzberg (1968), Hackman et 
al (1975), Hackman and Oldham (1975, 1980), Spector (1997) and Hickson 
and Oshagbemi (1999).
Staff in the higher grading bands (with either specialist expertise or 
managerial responsibilities) reported higher levels of satisfaction. Again, this 
relates to the concept that having an interesting job which brings challenges 
and opportunities to achieve something worthwhile leads to higher levels of 
job satisfaction. It also appears to comply with the correlation between pay 
satisfaction and job satisfaction identified by Bender and Heywood (2006) and 
Ellickson and Logsdon (2002), as higher grading brings higher salaries.
Those staff members who had been in employment with either the 
organisation in particular or the public sector in general for the relatively short 
period of up to 4 years reported higher levels of job satisfaction. This 
particular finding runs counter to the conclusions reached by Oshagbemi 
(1997b, 1999a, 2000) in which he had reported that job satisfaction levels 
increased with length of service. Employees who had had some experience 
of working in the private sector reported noticeably higher levels of job 
satisfaction compared with those who had only worked in the public sector.
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5.2.3.2 Voluntary Turnover intention (intention to stay) at VWHDC (n=74)
Preliminary analysis indicates that for the voluntary turnover intention 
(intention to stay) variable, VWHDC staff reported a score which was 
considerably higher than that reported by Price (2001) with a score of 2.92 out 
of a possible 5 compared with Price’s norm of 2.29. Expressed simply, 
VWHDC staff had a much higher intention to remain with their present 
employer than might have been expected from the global figures. This is 
consistent with findings by Long (1982) and Utgoff (1983) that, compared to 
the private sector, public sector organisations experience far lower staff 
turnover.
Within this sample, staff in the “40 and over” category reported particularly 
high mean voluntary turnover intention (intention to stay) scores, noticeably 
above the overall sample mean. This is consistent with the findings of Price 
and Kim (1993) who noted that older employees tended to stay longer than 
their younger counterparts.
Females reported slightly higher levels of intention to stay than males. Again, 
this is consistent with Price and Kim’s (1993) findings that females tended to 
stay longer than males, although Barnes and Jones (1974) disagreed, 
asserting that while males might leave to gain another job elsewhere, females 
tended to leave employment altogether (e.g. for family reasons), and overall in 
their study females had higher quit rates than men. It should be noted 
however that the many social changes in society since Barnes and Jones’ 
study might be considered to call their findings into question. In more recent 
studies, Steijn (2004, 2008) found no relationship at all between gender and 
intention to stay.
Employees who were not the main income earners in their households 
reported slightly higher levels of voluntary turnover intention (intention to stay) 
than those who were the main earners. This is of interest, and it appears to be 
consistent with the relatively high mean job satisfaction levels reported for this 
group earlier. Adopting the proxy measure of marital status, evidence from 
other studies is mixed. Price and Mueller (1981) found that married nurses
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tended to have lower levels of turnover compared to their unmarried 
colleagues, but Price and Kim (1993) found no such correlation regarding 
marital status in their study of US air force personnel.
Staff on fixed-term contracts and those on permanent part-time contracts 
reported noticeably higher intention to stay compared with those on temporary 
contracts and those on full-time permanent contracts. Those staff that had 
been in employment with either the organisation in particular or the public 
sector in general for a relatively long period of 5 or more years reported 
slightly higher intention to stay compared with their newer colleagues. These 
findings relate to the identification by Price and Kim (1993) of an inverted U- 
shaped relationship between length of service and intention to stay, with 11 
years being the optimum correlation point.
Staff in the lowest grading bands (with either no specialist expertise or no 
managerial responsibilities) reported noticeably higher intention to stay 
compared with their more senior colleagues. This may be assumed to relate 
to the findings of Price and Kim (1993) that those with readily transferable 
skills and qualifications are able to move on, whereas those with more 
organization-specific skills and experience tend to be more restricted in their 
options. Interestingly, Steijn (2004, 2008) in his studies of Dutch public 
servants, found no relationship between intention to stay and supervisory 
position. By way of contrast, Taylor (2008) actually reported higher levels of 
organizational commitment behaviour -  including intention to stay -  among 
supervisory and managerial staff compared with their more junior colleagues.
VWHDC employees who had had experience of working in the private sector 
reported considerably higher intention to stay compared with those who had 
only worked in the public sector. This suggests that they appreciated the 
benefits of working in the public sector, but whether this is related to the work 
itself (as described by Perry and Wise, 1990, and others) or to the terms and 
conditions of employment, is not clear from the evidence available.
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S.2.3.3 Public Service Ethos at VWHDC (n=74)
Preliminary analysis indicates that the level of public service ethos is quite 
high among VWHDC staff, with a score of 3.89 out of 5. However, as this is a 
new measure devised in this format specifically for the current study, and 
there is no comparator data in existence, it is not possible to make any 
definitive statement about either the score or its implications in reality.
The data indicate that for this organisation public service ethos scores appear 
to increase with age, and staff in the “40 and over” category reported public 
service ethos scores slightly above the sample mean. Also, males of all ages 
reported mean public service ethos scores slightly above the overall sample 
mean (i.e. higher than females). This is consistent with findings reported by 
Moynihan and Pandey (2007).
Employees who were the main earners in their households reported public 
service ethos scores slightly higher than those who were not the main 
earners. Staff on permanent full-time contracts reported public service ethos 
scores slightly above the sample mean, although there was not a great 
amount of variation between all four groups. Similarly, staff in the higher 
grading bands (with either specialist expertise or managerial responsibilities) 
reported slightly higher public service ethos scores compared with those on 
lower grades, but the situation is somewhat confused by the level of non­
response on this particular category. The evidence from other studies is at 
best rather unclear on this point although several of the studies (Perry, 1996; 
Brewer and Selden, 1998; Vandenabeele, 2008) indicate the desire to 
“perform meaningful public service” (Brewer and Selden, 1998, p.417) and it 
might be supposed that those with higher levels of public service ethos would 
be more likely to stay longer and achieve higher level positions in the 
organisation.
Those staff that had been in employment with either this organisation in 
particular or the public sector in general for the relatively long period of 5 or 
more years reported noticeably higher public service ethos scores compared 
with their newer colleagues. This is consistent with Naff and Crum’s (1999)
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findings that link increased public service ethos scores to decreased staff 
turnover.
Employees who had had some experience of working in the private sector 
reported noticeably higher public service ethos scores than those who had 
only worked in the public sector. This is in line with Lewis and Frank’s (2002) 
findings regarding the link between public service ethos and sectoral 
preference.
5.2.3.4 Consistently high scores at VWHDC (n=74)
Analysing the scores for job satisfaction, voluntary turnover intention (intention 
to stay) and public service ethos together, it is evident that consistently high 
scores for all three dimensions in the current study were reported by staff 
aged 40 and over, who had had experience of working in the private sector. It 
might be concluded that these employees had a more realistic appreciation of 
the differences between the public and private sectors and hence felt more 
comfortable working in a public service setting. This contains echoes of 
assertions by Perry and colleagues (Perry, 1996, 1997, 2000; Perry et al, 
2006) that public service ethos (or ‘public service motivation’) is related to 
personal experiences and beliefs, which might come from life experiences.
5.2.3.5 The correlation between Job Satisfaction and Voluntary Turnover 
Intention (intention to stay) at VWHDC (n=74) (with Public Service Ethos 
as a moderating variable)
It is evident from the hypothesis testing that there is a medium positive 
correlation between ‘job satisfaction’ and ‘voluntary turnover intention 
(intention to stay)’ (r =.393); however, there are only very weak negative 
correlations between ‘public service ethos’ and both ‘job satisfaction’ (rho 
=.075) and ‘voluntary turnover intention (intention to stay)’ (rho = -.128). 
Furthermore, ‘public service ethos’ has no real influence as a confounding 
variable in the relationship between ‘job satisfaction’ and ‘voluntary turnover 
intention (intention to stay)’. This is consistent with Karl and Sutton’s (1998) 
findings that both public and private sector workers value job security equally, 
but the key difference between them is that whilst private sector workers value
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high wages, public sector workers value interesting work. Thus, regardless of 
the strength of public service ethos, and regardless of what it actually consists 
of in current times, in the terms explored in the current study it is evidently not 
a key influencer of either job satisfaction or voluntary turnover intention 
(intention to stay).
5.2.4 Phase 2: variations in findings in relation to different data sets
Whilst the different data sets produced broadly similar results each time in 
relation to the general strength and direction of correlations in testing the 
hypotheses, there were some noteworthy differences in terms of the actual 
numerical scores between the different data sets. This can be seen in table
5.1 below:
Table 5.1: m ean scores for the three key variables from 5 data sets.
Set 1 
Public 
sector 
(VWHDC) 
(n = 74)
Set 2
Public sector
(various
employers)
(n = 19)
Set 3 
( 1 + 2 )
Public sector 
(combined) 
(n = 93)
Set 4
Private sector 
(misc. 
employers) 
(n=40)
Set 5
(1+2+4)
Overall
combined
sample
(n= 133)
mean total job satisfaction 3.58 3.32 3.51 3.82 3.60
mean intention to stay 2.92 2.22 2.82 2.85 2.85
mean public service ethos 3.89 4.23 3.95 4.02 3.98
Source: this study
5.2.4.1 Job Satisfaction
Comparing the mean scores for job satisfaction from the five data sets it is 
evident that the mean job total satisfaction score for the VWHDC respondents 
(3.58) is higher than that reported by the public sector (various employers) 
respondents (3.32) but lower than the score reported by the private sector 
(miscellaneous employers) respondents (3.82). It might be argued that the 
additional data sets are too small to be considered to be truly representative 
of any major trends, and both the public sector combined data set score (3.51) 
and the overall combined sample data set score (3.60) are sufficiently close to 
the original VWHDC score to, effectively, cancel out any anomalies which 
might exist with the smaller data sets. Nevertheless, there is some evidence 
here that the private sector workers have higher levels of job satisfaction than 
their public sector counterparts.
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Such evidence runs counter to the findings of a host of recent studies (Bender 
and Heywood, 2006; Karl and Sutton, 1998; Norris, 2004; Perry et al, 2006) 
which found no real difference in overall levels of job satisfaction, and noted 
similarities rather than differences between workers in the two sectors.
5.2.4.2 Voluntary Turnover Intention (intention to stay)
Turning to the mean scores for voluntary turnover intention (intention to stay) 
from the five data sets it is evident that the mean score for the VWHDC 
respondents (2.92) is noticeably higher than that reported by the public sector 
(various employers) respondents (2.22) and slightly higher than the score 
reported by the private sector (miscellaneous employers) respondents (2.85). 
Again, it might be argued that the additional data sets are too small to be 
considered to be truly representative of any major trends, and both the public 
sector combined data set score (2.82) and the overall combined sample data 
set score (2.85) are sufficiently close to the original VWHDC score to, 
effectively, cancel out any anomalies which might exist with the smaller data 
sets. Nevertheless, there is evidence here that the VWHDC employees 
reported higher levels of intention to stay compared with any of the other 
groups.
To some extent this mirrors the findings of the more well-established studies 
(Bellante and Link, 1982; Long, 1982; Utgoff, 1983) that public sector 
organisations tend to experience lower levels of staff turnover, possibly 
because they tend to attract staff who are more risk-averse and who value job 
security highly. In a not-dissimilar vein, De Alessi (1974) had identified slightly 
higher turnover among senior managers in the private sector.
However, many of the more recent studies have concluded that staff turnover 
tends to be more closely related to other factors, such as the management 
and leadership style experienced by the staff (Park and Rainey, 2008) or 
appropriate person-organisation fit (Boxx et al, 1991; Kristoff-Brown et al, 
2005; Naff and Crum, 1999; Steijn, 2004, 2008).
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It is possible that the VWHDC respondents were particularly risk-averse 
compared to the respondents in the other data sets, or alternatively that they 
felt particularly comfortable in their jobs, although the score for job satisfaction 
(see 5.4.2.1 above) does not particularly bear this out. It is quite possible that 
there was a perception of a lack of suitable alternatives available, and this 
played a role in shaping the responses (Spector, 1997; Lee and Mitchell, 
1994; Mobley et al, 1978, 1979; Price 2001; Steers and Mowday, 1981) or 
that the cost of moving on was considered too high (e.g. Mobley, 1997; Price 
2001).
5.2.4.3 Pubiic Service Ethos
Comparing the mean scores for public service ethos from the five data sets it 
is evident that the mean public service ethos score for the VWHDC 
respondents (3.89) is lower than that reported by the respondents in any of 
the other data sets. There were no preconceived notions about the expected 
level as this was a new scale. However both the public sector (various 
employers) respondents (n=19) with a score that was .37 higher (4.23), and 
the private sector (miscellaneous employers) respondents (n=40), with a 
score which was .13 higher (4.02), make the VWHDC score seem noticeably 
low by comparison.
The various definitions of public service ethos / public service motivation 
described in the literature review (Brewer and Selden, 1988; Perry and Wise, 
1990; Rainey and Steinbauer, 1999; Vandenabeele, 2007) all refer to a desire 
to serve the public or society in a way that goes beyond narrow self-interests. 
Whereas the comparatively high score reported by the public sector (various 
employers) respondents might be expected, the high score reported by the 
private sector (miscellaneous employers) data set respondents was decidedly 
unexpected.
There are several conclusions which might be drawn from these findings:
• The VWHDC respondents are not particularly high in terms of public 
service ethos, in comparison with their fellow citizens.
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• The public sector (various employers) respondents’ much higher level 
of public service ethos might be seen as being more in line with what 
could be expected from ‘typical’ public servants (Perry and Wise, 1990; 
Taylor, 2008).
• The private sector (miscellaneous employers) data set respondents’ 
unexpectedly high level of public service ethos implies that either they 
are working in the wrong sector of the economy and they might be 
more suited to public sector employment (Lewis and Frank, 2002; 
Steijn, 2008; Vandenabeele, 2008; Vandenabeele, et al, 2006), or 
alternatively they might have other outlets for their public service ethos, 
such as through the Church, or charity work, or some other (probably 
non-work related) voluntary activities (Perry, 1997).
There is another possible explanation, and this had been alluded to already 
previously in section 5.2. The questions/statements on the research 
instrument related to public service ethos were developed as a result of 
extensive preparatory work, including the qualitative interviews in phase 1 of 
this study, and the Q Sort exercise carried out following the pilot study for 
phase 2. However, whatever they have captured as a concept, it might not be 
‘public service ethos’ as a defining differentiator between public sector 
workers and private sector workers (Brewer and Selden, 1998; Crewson, 
1997; Lyons et al, 2006; Perry and Wise, 1990, Rainey and Steinbauer, 
1999).
5.2.4.4 Variations in relationships between variables
As reported earlier, the relationships between the variables were broadly 
similar for the four research questions/hypotheses with each of the five data 
sets. However, as well as variations in the numerical scores, there were 
variations in the strengths of the correlations between the variables from one 
data set to another.
For ease of reference, these four research questions are recapitulated here:
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• Is there a relationship between the level of job satisfaction and 
voluntary turnover intention (intention to stay)?
• Is there a relationship between the level of job satisfaction and the level 
of public service ethos?
• Is there a relationship between voluntary turnover intention (intention to 
stay) and public service ethos?
• Does public service ethos have an influence on the relationship 
between the level of job satisfaction and voluntary turnover intention 
(intention to stay)?
5.2.4.4.1 The relationship between the level of job satisfaction and 
voluntary turnover intention (intention to stay)
For the first research question the strength of the correlation between ‘job 
satisfaction’ and ‘voluntary turnover intention (intention to stay)’ is much lower 
for the VWHDC data set (r=.393) than it is for either the public sector (various 
employers) respondents data set (r=.519) or the private sector (miscellaneous 
employers) respondents data set (r=.806).
The VWHDC correlation would be described by Cohen (1988) as medium, 
whilst the other correlations would be described by him as “large”; similarly, 
The VWHDC correlation would be described by Hair et al (2003) as “weak”, 
whilst the public sector (various employers) respondents data set correlation 
is “moderate” and the private sector (miscellaneous employers) respondents 
data set correlation wound be termed “very strong”.
The reasons for these variations in size / strength might be attributed to a 
range of factors. Locke (1976) suggested that the correlation might be 
expected to be, typically, below .4, and this implies that the VWHDC 
correlation is in line with expectations whilst the others are not. However, the 
situation is probably complicated by a wide range of factors. Price (1977, pp. 
5-6) observed that “...not all individuals who leave are dissatisfied, and not all 
dissatisfied members leave”. In a similar vein, although Tett and Meyer 
(1993) reported a link between job satisfaction and turnover intention, Park
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and Rainey (2008) observed that this link had not yet been demonstrated in 
the public sector.
Possible explanations for the differences between data sets in this instance 
include variations in perceptions of the probability of finding an acceptable 
alternative (Mobley et al, 1978, 1979; Price, 2001; Steers and Mowday, 1981), 
with the VWHDC employees finding this probability to be relatively small, and 
the other respondents, particularly the private sector employees, adopting a 
far more open perspective. Perry and Wise (1990) would expect a positive 
relationship between the variables among public sector employees as long as 
there exists a high level of public service ethos, although they did not go so far 
as to suggest the actual strength of such a relationship. Similarly, Kristoff- 
Brown et al (2005) opined that there would be strong correlations with person- 
job fit and person-organisation fit. Furthermore, Steijn (2004, 2008) identified 
that public sector employees might be expected to be more satisfied and more 
likely to remain with their employing organisation as long as there was a good 
fit between their levels of public service ethos and the extent to which these 
levels were being met by their employing organisation.
Bearing in mind the somewhat contradictory connections between the findings 
from the quantitative analysis described in chapter 4 and what might have 
been expected from the review of the literature in chapter 2, it is possible to 
conclude that there is a clear correlation between ‘job satisfaction’ and 
‘voluntary turnover intention (intention to stay)' with ail five data sets, but 
there appears to be a greater strength of moderating variables with the 
VWHDC data set than with any of the others. Further investigation will be 
required in order to identify and quantify these moderating variables.
5.2.4.4.2 The relationship between the level of job satisfaction and the 
level of public service ethos
For the second research question the strength of the correlation between ‘job 
satisfaction’ and ‘public service ethos’ is very low for ail of the data sets, with 
very little variation indeed between the VWHDC data set (rho=-.075), the
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public sector (various employers) respondents data set (r=-.012) and the 
private sector (miscellaneous employers) respondents data set (r=-.020).
This correlation is so small that it would not be recognised as existing at all by 
either Cohen (1988) or Hair et al (2003).
The finding of no correlation whatsoever between level of job satisfaction and 
the level of public service ethos was rather surprising in view of the concepts 
contained in the literature reviewed in chapter 2.
Bearing in mind the various definitions of public service ethos / public service 
motivation outlined earlier (Brewer and Selden, 1998; Brewer et al, 2000; 
Buelens and Van den Broeck; Chanlat, 2003; Ferlie et al, 1996; Naff and 
Crum, 1999; Perry and Wise 1990; Perry, 1996, 2000; Pratchett and 
Wingfield, 1996; Rainey and Steinbauer, 1999; Steijn, 2008; Vandenabeele, 
2007, 2008; Vandenabeele et al, 2006) it had been anticipated that this 
variable would feature significantly with the public sector respondents.
According to Kristoff-Brown et al (2005), positive correlations might be 
expected to exist involving job satisfaction, organisational commitment and 
intention to stay among public sector workers. This is a concept described in 
the U.S.-influenced literature as “public service motivation fit” or “PSM Fit” 
(Steijn, 2008; Vandenabeleele, 2008; and Vandenabeele et al, 2006). 
However, the expectation that the public sector workers would show a 
noticeable correlation whilst private sector employees would show a much 
less strong relationship clearly failed to materialise.
The reason for such a lack of correlation is not evident from the outcome of 
this study, but it is quite possible that the questions have failed to capture one 
or the other of the concepts appropriately. As the job satisfaction questions 
were well established, having been taken from Spector’s JSS (Spector, 1997), 
suspicion must fall upon the five public service ethos questions, questions 41 
to 45 inclusive, which were devised specifically for this study, albeit they were 
closely related to the findings of Lyons et al (2006).
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For the third research question the strength of the correlation between and 
‘voluntary turnover intention (intention to stay)’ and ‘public service ethos’ is 
very low for all of the data sets, with relatively little variation between the
VWHDC data set (rho=-.128), the public sector (various employers)
respondents data set (r=+.249) and the private sector (miscellaneous 
employers) respondents data set (r=-. 119).
For both the VWHDC data set and the private sector (miscellaneous 
employers) respondents data set the correlation would be described by Cohen 
(1988) as small and negative, whilst for the public sector (various employers) 
respondents data set he would described this as small and positive. With the 
combined sample data set (n=133) the positives and negatives largely cancel 
each other out to give a correlation (rho=-.069) which is so small that Cohen 
(1988) would not consider it as existing at all. Hair et al (2003) would not 
recognise any of the correlations as being large enough to be recognisable, 
with the exception of the relationship for the public sector (various employers) 
respondents’ data set (n=19) which would be considered to be "weak”.
The relative weakness (or absence) of these correlations between the level of 
voluntary turnover intention (intention to stay) and public service ethos was, 
again, rather surprising in view of the concepts contained in the literature 
reviewed in chapter 2.
The numerous definitions and discussions of public service ethos / public 
service motivation outlined earlier (Brewer and Selden, 1998; Brewer et al, 
2000; Buelens and Van den Broeck; Chanlat, 2003; Ferlie et al, 1996; Naff 
and Crum, 1999; Perry and Wise 1990; Perry, 1996, 2000; Pratchett and 
Wingfield, 1996; Rainey and Steinbauer, 1999; Steijn, 2008; Vandenabeele, 
2007, 2008; Vandenabeele et al, 2006) had led to an expectation that there 
would be a clear and positive correlation between voluntary turnover intention 
(intention to stay) and public service ethos. In a nutshell, the literature
S.2.4.4.3 The re la tionsh ip  between the level o f vo lu n ta ry  tu rnove r
in ten tion  (in ten tion  to  stay) and p u b lic  se rv ice  ethos
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predicts, rather consistently, that public sector employees will tend to stay in 
their jobs as long as they feel comfortable serving the public from their 
position within their current employing organisation.
As reported in 5.2.4.4.2 above, the concept of “PSM Fit” (Steijn, 2008; 
Vandenabeleele, 2008; and Vandenabeele et al, 2006) would be expected to 
apply, with positive correlations between job satisfaction, organisational 
commitment and intention to stay among public sector workers (Kristoff-Brown 
et ai, (2005).
In this instance the evidence does suggest that the hypothesised relationship 
exists, albeit only weakly, as far as the public sector (various employers) 
respondents data set is concerned and that it does not exist at all for the 
private sector (miscellaneous employers) respondents data set. This is not 
inconsistent with the theoretical expectations from the literature. However, the 
complete absence of any meaningful positive correlation between these two 
variables for the VWHDC data set appears to contradict the published sources 
completely.
The reason for such a lack of correlation is not evident from the outcome of 
this study. It might be surmised that the VWHDC respondents were 
influenced by one or more confounding forces which, effectively, over-rode the 
correlation. Alternatively, it is quite possible that the questions in the 
questionnaire failed to capture one or the other of the concepts appropriately. 
As the ‘voluntary turnover intention (intention to stay)’ questions were well 
established, having been taken from Price (2001), suspicion must fall once 
again upon the five ‘public service ethos’ questions, questions 41 to 45 
inclusive, which were devised specifically for this study.
S.2.4.4.4 The relationship between Job Satisfaction and Voluntary 
Turnover Intention (intention to stay) in the overall combined sample 
data set (n=133) (with Public Service Ethos as a moderating variable)
Having identified that there was sufficient similarity between the data sets to 
enable them to be combined for the purposes of further analysis, it was noted
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that the strengths of the predictive relationships between the three variables 
became stronger as the sample size increased.
In accordance with Pallant (2001) it was necessary to have a data set larger 
than 74 in order to produce a reliable analysis using multiple regression 
analysis. The larger the data set, the more robust the analysis and hence the 
greater the credence which can be given to the findings. Adopting this line of 
reasoning, the combined data set (n=133) findings, that job satisfaction 
predicts approximately 34% of voluntary turnover intention (intention to stay) 
and voluntary turnover intention (intention to stay) predicts approximately 34% 
of job satisfaction, with public service ethos predicting less than 1% of the 
other two variables, would appear to be relatively robust.
With the smaller sample sizes, the strengths of the relationships reduce 
commensurately. The predictive ability of ‘public service ethos’ remains at 
approximately 1%, whilst for the other two variables -  ‘job satisfaction' and 
‘voluntary turnover intention (intention to stay)’ - it reduces to approximately 
19% for the public sector (various employers) data set (n=93) and 
approximately 14% for the VWHDC data set (n=74)
It is possible that the relatively small predictive linkages shown for the smaller 
data sets (and in particular the VWHDC data set) are a consequence of the 
data sets being simply too small to permit effective analysis. However, it is 
also possible that the VWHDC data set is somehow anomalous, and that the 
linkage is genuinely smaller for some, as yet unknown, reason.
Perhaps, based on the evidence available, these results also call into question 
whether the concept of public service ethos actually exists, or alternatively, 
whether the concept has been captured by questions 41 to 45 inclusive, 
echoing the concluding paragraphs of 5.2.4.4.2 and 5.2.4.4.3 above.
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5.3 Implications for key stakeholders
5.3.1 Implications for key stakeholders: Managers at VWHDC
The findings relating to job satisfaction are clearly of immediate concern to 
public sector managers. Although the satisfaction with pay at VWHDC was 
reasonably high, and certainly higher than the mean found by Spector (1997), 
the overall mean for job satisfaction was low, and for some of the individual 
facets of job satisfaction it was noticeably lower than Spector’s (1997) mean.
The relatively high level of satisfaction with ‘pay’ could either arise because 
pay levels are considered to be good by comparison with similar roles in other 
parts of southeast England, or because public servants are not particularly 
concerned about money in any case.
However, the levels of satisfaction with ‘promotion’, ‘fringe benefits’, ‘operating 
conditions’, ‘nature of work’ and ‘communication’ are all quite noticeably lower 
than Spector’s (1997) norms, and the levels of satisfaction with a further three 
facets -  ‘supervision’, ‘contingent rewards’ and ‘co-workers’ are all slightly 
below Spector’s (1997) norms.
Clearly this situation is not entirely ideal, and it would warrant further 
investigation, possibly by a qualitative approach of simply presenting these 
figures to the staff and asking them for suggestions. It could well be merely a 
case of finding ways to provide staff with more interesting colleagues and 
more interesting things to do. issues related to limited promotion 
opportunities in a relatively small organisation coupled with the necessary 
bureaucratic machinery required in any public service body might well restrict 
the latitude to make changes here, but possibilities should at least be 
explored.
The correlation between job satisfaction and voluntary turnover intention 
(intention to stay) exists at VWHDC but it is only of medium strength. This 
means that although satisfied staff will probably stay and dissatisfied staff will 
probably leave, this is not necessarily going to be true in all cases, and there 
is a not inconsiderable possibility that some dissatisfied staff might stay and
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similarly some satisfied staff might leave. Thus other factors appear to be 
intervening to drive staff to decide whether to stay or to leave regardless of 
how satisfied (or how dissatisfied) they might be. It would clearly be in the 
organisation’s interests to monitor this situation and take steps to verify the 
intentions of individual employees at regular and frequent intervals.
One of the key issues arising from the qualitative interviews in phase 1 of the 
study is the way in which all four of the respondents discussed the added 
interest that they obtained when actually interfacing with members of the 
public rather than simply operating in a back office function somewhat 
divorced from the population they were employed to serve. This might well be 
key to improving satisfaction levels as well as strengthening the relationship 
between the three variables considered in this study.
The relatively low level of job satisfaction overall, and the similarly low level of 
satisfaction with most of the facets that go to make up overall job satisfaction, 
suggest that there is a morale problem among this workforce. It would be of 
interest to find out more about this from individual employees in order to 
combat the situation effectively. Arguably, exit interviews might be considered 
a rather unreliable source of such information, but as satisfaction with pay was 
the only facet in which results were higher than expected, it is not 
unreasonable to assume that the usual reason for leaving ‘to go to a job which 
pays better’ should be treated with caution.
Perhaps the issues raised by this study might be brought up on a one-to-one 
basis with members of staff at staff annual appraisal time, and also on a more 
staff-wide basis at formal joint staff consultative committee meetings. Such 
exchanges could be very helpful in seeking to understand what is going on 
and what the organisation might be able to do to address the situation.
It might be argued that a relatively low level of job satisfaction is the price that 
will be paid as an inevitable consequence of ongoing staff reorganisations, so 
that work never quite settles down into a steady routine. This organisation 
had relatively recently emerged from a reorganisation which saw the
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outsourcing of the jobs of approximately 40% of the workforce, and this was 
still fresh in the memory of the staff. At the same time rumours were 
beginning to emerge of further reorganisation in order to streamline the 
delivery of local government services, and it is possible that such rumours, 
too, would have had a detrimental impact upon morale in general and job 
satisfaction in particular. The management cannot stop progress, but perhaps 
there is a managerial role for managing staff expectations to ensure that a 
realistic mindset prevails among the workforce.
On a more radical note, the relatively high score reported for ‘satisfaction with 
pay’ from the quantitative phase of the study accords with a sentiment 
emerging from the qualitative phase, that ‘the pension is a deferred part of the 
pay package’. It is highly likely that this is key to the phenomenon identified in 
the current study - that although job satisfaction rises slightly with age, overall 
intention to stay increases greatly with age, and the correlation between the 
two variables is only small in the VWHDC sample (n=74) at .227. Expressed 
in layman’s terms, VWHDC employees appear to be neither particularly 
satisfied nor dissatisfied by their jobs, but they have a tendency towards 
remaining until retirement age simply because the pension scheme is so 
attractive. They perceive the safe pension as their just reward for staying so 
long in a job which is not very satisfying and which does not pay particularly 
well. In order to break this cycle and bring some balance to the situation a 
radical re-arrangement of terms and conditions of service would be required. 
A move towards the model which is becoming increasingly evident in the 
private sector, with higher salaries and wages and less secure pension 
arrangements, might well lead to a change in the mindset. Over time this 
could produce a new cultural norm, in which employees are driven to assume 
responsibility for securing their own pension arrangements and there is less 
incentive to hold on until retirement age in a job that is perceived as boring 
and unfulfilling.
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5.3.2 Implications for key stakeholders: Managers in general
Having explored the implications for managers at VWHDC, it is pertinent to 
develop the findings from this study into a wider picture of the implications for 
mangers in general.
The existence of a clear relationship between ‘job satisfaction’ and ‘voluntary 
turnover intention (intention to stay)’ was certainly expected from the outset, 
and although the relative strength of the correlation varies between samples, it 
is clearly present in every case.
From this it might be inferred that managers who want their staff to stay 
should endeavour to ensure suitably high levels of job satisfaction are 
achieved among the workforce, and to maintain these levels. This in itself will 
not provide an absolute guarantee that staff will stay, but there is at least a 
correlation.
Indeed, the results of the multiple regression analysis reported in chapter 4 of 
this study indicate that there is a predictive link between ‘job satisfaction’ and 
‘voluntary turnover intention (intention to quit)’ of approximately 34%.
However, the study found a complete lack of any real relationship between 
these two variables, either singly or combined, and ‘public service ethos’. 
This suggests that whatever was being measured by these questions on the 
questionnaire, it might not have been what was intended.
The instrument does not appear to have had and real relevance in capturing 
the characteristics of public sector workers which makes them different, 
somehow, from private sector workers.
It is conceivably possible that questions 41-45 inclusive on the questionnaire 
have in some way been successful in determining whether there is indeed a 
specific type of person who would be ideally suited to working in the public 
sector. However, if this is the case in reality it would appear that there is not a
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particularly good fit in this respect among some of the respondents in the 
samples analysed in phase 2 of this study.
5.3.3 implications for key stakeholders: Academics
The initial findings from the qualitative interviews in phase 1 indicate that the 
four VWHDC respondents all had moderate-to-high levels of job satisfaction, 
voluntary turnover intention (intention to stay) and public service ethos.
The findings from the quantitative analysis in phase 2 indicate similar 
moderate-to-high scores for all three concepts.
However, the expected relationships between the three variables were not all 
found in the subsequent analysis.
On the positive side, the correlation between job satisfaction’ and ‘voluntary 
turnover intention (intention to stay)’ was clearly in evidence for all samples, 
although it was noticeably stronger among the private sector workers than it 
was among the public sector workers. This can be seen as implying that 
there were one or more other factors influencing this relationship for the public 
sector employees; where the private sector workers were concerned, these 
factors were either much weaker, or possibly non-existent.
On the other hand, the expected correlations between job satisfaction’ and 
‘public service ethos’, and between ‘intention to stay’ and ‘public service 
ethos’, failed to materialise for each of the five samples in this study.
Similarly, the anticipated influence of ‘public service ethos’ on the relationship 
between job satisfaction’ and ‘voluntary turnover intention (intention to stay)’ 
did not appear to exist in any of the samples, with no real variations appearing 
to exist between the respondents in the ‘public sector’ and ‘private sector’ 
samples.
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The implication of this set of findings for academics is somewhat puzzling. 
Either ‘public service ethos’ does not exist, or the questions on the 
questionnaire used in this study failed to capture it as a concept.
Much of the recent literature hitherto has implied that ‘public service ethos’ 
does exist, although in the main this comes from other countries such as 
Canada, USA, parts of mainland Europe and Australia, and it is not based 
upon the UK public sector.
Clearly an understanding of the levels of both ‘job satisfaction’ and ‘voluntary 
turnover intention (intention to stay)’, and the relationship between them, is of 
importance, and the existence of tried and tested instruments to measure 
these variables (Spector, 1997; Price, 2001) is helpful in this respect. The use 
of a specially-devised set of questions based upon Lyons et al (2006) was an 
attempt to develop a similarly robust instrument to measure ‘public service 
ethos’, but this was evidently not successful. In terms of reliability it achieved 
a Cronbach alpha score slightly below .7, so it is not possible to have full 
confidence in its reliability as a scale. In terms of the results gathered by 
these questions, the fact that the private sector sample (n=40) reported higher 
scores than the initial VWHDC sample (n=74) suggests that the questions 
were either insufficient or else, even worse, inappropriate, to capture the 
concept.
The challenge for academics must be to carry on trying to devise an 
appropriate instrument to identify and capture public service ethos in the UK in 
the early 21st century.
5.3.4 Implications for key stakeholders: Policy makers
For policy makers the implications are of particular interest at a time when the 
UK government is attempting to reduce the size of the public sector workforce.
The concept of new public management (NPM) has been in evidence in the 
UK since at least the mid-1980s (Ferlie et al, 1996), and it appears to have
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been at the heart of various attempts at public sector reform in the past two 
decades.
Meeting the challenge of achieving cost-effective public services, regardless 
of whether they are provided by public sector employees or private sector 
employees, is key to producing a healthy society.
There is clearly a need to assess whether NPM is wholly beneficial in 
achieving this objective.
The findings from the VWHDC sample might be seen as a proxy for the wider 
picture. Qualitatively, the respondents all professed a belief in the 
appropriateness of their jobs, and the services which they provide, being in 
the public sector. It was either inferred or stated outright by ail four 
respondents that their jobs would not be done in the same way if commercial 
pressures were brought to bear, and that such a development would be 
detrimental to the service provided.
There is a clear warning here that any attempts to move such services into the 
private sector (for example by outsourcing or privatising elements of the 
service) will change the nature of the service provided. However, this is 
based primarily on the views expressed, in confidence, by a small cross- 
section of the workforce. The only way to test the seriousness of such 
warnings is, probably, to make such changes and to observe the outcomes 
very carefully.
Quantitatively, the respondents in the VWHDC sample (n=74) seem at first 
inspection to have reported moderately high levels of ‘public service ethos’. 
However, the mere fact that this score (3.89) is below that reported for other 
public sector employees (4.23) as well as being below that reported by private 
sector employees (4.02) poses a new challenge. On the plus side, it appears 
to suggest that there is a body of employees in this particular local 
government organisation who have a reasonably strong belief in the 
appropriateness of what they are doing [ “a disposition to respond to motives
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grounded primarily or uniquely in public institutions” (Perry and Wise, 1990, 
p.368)]. On the minus side, it appears to imply that they “want to work for the 
local council”, rather than that they “want to serve the local public”.
If these findings are, indeed, typical of local authority public sector employees, 
and by extension other public sector staff, then there is a conundrum.
On the one hand there appears to be a body of workers who value being 
employed in the public sector for a complex range of reasons. On the other 
hand, there seems to be a general level of goodwill towards society spread 
across the whole of the working population, not just concentrated in the public 
sector, and therefore taking this argument to its logical conclusion it would not 
matter very much whether services were provided by either the public sector 
or the private sector.
The lingering element of doubt concerns whether or not the questions on the 
research instrument have actually captured the concept of ‘public service 
ethos’. If they have not captured the concept but have identified something 
quite different instead, then this aspect of the quantitative study cannot be 
considered valid from a policy-making viewpoint. If this is the case, then it 
might be wise to revert back to the findings of the phase 1 qualitative study, 
and give much more credence to the very real fears expressed by the 
interviewees -  that services to the public must be provided by public sector 
employees in order to ensure the quality and appropriateness of service 
provision in a cost-effective manner.
The key to this conundrum is to make sure that the concept of ‘public service 
ethos’ is identified and recorded appropriately.
5.4 Limitations of the study
Every effort was made to reassure the staff at VWHDC that this was a 
genuinely objective piece of academic research, that all responses would be 
treated in strictest confidence, and that only high level summary data would 
be made available to the employing organisation. However, despite this,
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there was always a chance that responses would be hindered or moderated 
by a concern that individual responses might somehow be capable of being 
traced back to individual members of staff.
Perhaps the biggest limitation of this study is the fact that it was carried out 
among a group of 300 staff and only achieved a response rate of 74, or 
24.7%. This should be sufficient to permit generalisations of the results to the 
entire staff of 300, and by extension to all local authority organisations of 
similar size in the UK. However, a larger response rate of, say, between 30% 
and 50% would have led to greater confidence in the robustness of the data.
The fact that the organisation had recently undergone a large scale 
reorganisation, with the contracting-out of some non-core activities, might well 
have had a detrimental impact on both the level of job satisfaction and the 
staff’s willingness to participate in any surveys exploring their attitudes at this 
rather sensitive time. However, the limited time period available meant that 
the study could not have been delayed significantly, and this time constraint 
also prevented a more thorough investigation.
The reliance upon a self-reported questionnaire with closed-ended 
questionnaires might have enabled all staff members to be accessed equally 
in a relatively short period of time. However, this prevented the collection of a 
potentially rich seam of qualitative data that might have enabled deeper 
understandings to have been developed concerning the underlying cultural 
issues.
The qualitative study (phase 1), with just four representative volunteer 
members of staff provided some helpful insights into the lives of some “typical” 
employees at VWHDC. These interviews certainly helped to provide some 
focus to the final shape of the quantitative study (phase 2). However, it would 
have been helpful to have been able to go back subsequently and carry out 
some wider and deeper one-to-one follow-up interviews with the same 
respondents, as well as a few more besides, to seek deeper understandings 
of their hopes, aspirations and motivators.
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This study was intended to investigate the situation within one “typical” local 
authority organisation. In this context, bearing in mind the constraints of time 
and other resources, it is difficult to see how a different approach might have 
produced “better” results. However, if the study had been carried out in more 
than one organisation, simultaneously, this could have generated a larger and 
more robust data set, and with a wider spread of participants there could have 
been more generalisable results.
The attempts to devise a set of questions that would capture the concept of 
‘public service ethos’ have been described in chapter 3. The subsequent high 
scores for this dimension suggested that the concept was certainly relevant as 
far as this group of respondents was concerned.
However, once these same questions were tested against a parallel group of 
non-public sector workers -  the private sector (miscellaneous employers) 
sample (n=40) - it became evident that there was a problem. The score of
4.02 for this sample was marginally higher than the 3.89 reported by the 
VWHDC employees. This suggests that whatever concept was being 
captured, it was evidently not a quality that was possessed primarily by public 
sector workers.
The use of a specially-devised (and hitherto untested) scale to measure 
‘public service ethos’ was potentially a significant limitation of the study. This 
was an attempt to identify and capture a uniquely British version of the 
concept, rather than the approaches adopted in the USA, using first the 
Pratchett and Wingfield (1996) dimensions (subsequently abandoned 
following the pilot studies) and then the questions inspired by Lyons et al 
(2006) generated as a result of the Q-sort exercise. There was always a 
possibility that these five questions were simply not sufficient to capture the 
essence of public service ethos appropriately. The addition of more items on 
the questionnaire might have produced different (and better) results, but this 
can only be mere conjecture at this stage.
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The study was carried out among local government employees at VWHDC, 
simply because the possibility presented itself. Whereas the results might 
conceivably be representative of this category of staff on a more general 
basis, it is not possible to state with any degree of certainty whether other 
public employees, in different parts of the public sector, would have answered 
similarly. Certainly, the relatively small public sector (various employers) 
sample (n=19) reported noticeably higher scores for public service ethos 
(4.23), and noticeably lower scores for both total job satisfaction (3.32) and 
voluntary turnover intention (intention to stay) (2.22). However, on its own this 
small sample is too small to be seen as a reliable comparator. Issues such as 
this might be regarded as a particular weakness of the study in attempting to 
identify issues relating to job satisfaction, voluntary turnover intention 
(intention to stay) and public service ethos on a wider scale.
The relatively small size of the VWHDC response (25%) might be regarded as 
a further limitation of this investigation. The output from the study was 
analysed to the greatest extent possible in the circumstances. The relatively 
small number of responses simply made it impractical to analyse the data 
further.
Although a multiple regression analysis was carried out in an attempt to 
identify further relationships between the variables, nothing of any note was 
found. Another possibility considered was factor analysis. This works by 
summarising patterns of correlation and seeking out groups of items which are 
closely related. This technique can be very helpful in both exploratory and 
confirmatory analysis, but, even more so than with multiple regression, it 
requires a reasonably large number of responses to make it work. 
Tabachnick and Fidell (1966, cited by Pallant, 2001) suggest than a minimum 
of at least 300 cases will be required, although other authorities suggest lower 
numbers. Pallant (2001) warns against using the technique with fewer than 
150 cases. The overall combined sample data set (n=133) fell short of this 
lower limit.
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In addition, Pallant (2001) goes on to advise that the approach may not be 
appropriate if few correlation coefficients greater than .3 exist. It this particular 
study, the coefficients were .393, -.075 and -.128 for the VWHDC sample 
(n=74) and .579, -.067 and -.069 for the overall combined sample data set 
(n=133), so regrettably this approach cannot really be considered valid.
5.5 Recommendations for future research
This study was primarily an investigation into issues related to job satisfaction, 
voluntary turnover intention (intention to stay) and public service ethos in a 
specific public sector organisation -  VWHDC. In adopting this approach, it 
was possible to obtain a clear “snapshot in time" picture of the situation in this 
organisation in 2007/08, and the results were fed back to the management of 
the organisation with this particular intention.
It was subsequently expanded to increase the size of the data set, and whilst 
this allowed further analysis and comparisons to be carried out, it was stiii not 
possible to achieve the necessary critical mass to carry out the fullest possible 
level of analysis.
There are several ways in which the study might be carried forward in the 
future. These include:
• A follow-up study at VWHDC, repeating the same or similar questions 
every few years, to build up a picture of possible changes over a period 
of time. Such an approach would be of considerable value to the 
managers of the organisation, and it has not been ruled out specifically.
• A similar study carried out on a larger scale, at both VWHDC and 
neighbouring local authorities. This possibility was actually discussed 
when planning the current study, but the plans were dropped when it 
became clear that the logistics of arranging permission, distributing and 
collecting questionnaires, etc, would be too complicated to manage 
within the timescale available for the study. Such a wider-scale study 
would have the merit of ensuring a larger pool of local government 
employees from which to draw respondents and hence should ensure a
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greater overall number of responses, thus facilitating a more robust 
analysis.
• A similar study carried out on a much larger scale at a range of local 
authority offices geographically dispersed around the country. This 
approach would overcome any possibility of distortion arising from 
specific local issues which might be peculiar to southeast England.
• A similar study carried out on other pars of the public sector workforce. 
The core study at VWHDC focused specifically on local government 
staff. The public sector consists of much more than this, including 
central government, further and higher education, the healthcare 
system, the armed forces and the emergency services. It would be of 
interest to expand the study to determine whether or not similar 
responses can be obtained from these other parts of the public sector 
workforce.
• A comparative study with approximately equal numbers of respondents 
drawn from the public and private sectors, building upon the additional 
data collection exercise carried out over the period November 2009 to 
February 2010 (with some of the demographic questions on the 
questionnaire suitably modified). This would permit firmer comparisons 
to be made in terms of job satisfaction and voluntary turnover intention 
(intention to stay), but perhaps the most interesting comparison would 
be in terms of public service ethos. If the theoretical assumption is 
correct, the public sector employees should score far more highly on 
this dimension than the private sector employees. However, this is 
clearly not the case with the present series of 5 questions / statements. 
It is possible that further refinements could be added, with possibly the 
inclusion of questions about activities such as hobbies and voluntary 
work outside of the specific paid employment activities in order to build 
up a true picture of any differences between the two groups of staff.
• A further qualitative phase at VWHDC, building upon the current 
findings. Although the primarily quantitative approach has produced 
some interesting data, it would be helpful to broaden this out into a 
subsequent qualitative phase. This might consist of either semi-
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structured one-to-one interviews or possibly focus group discussions in 
an attempt to develop an understanding of the softer cultural issues 
related to the three variables investigated in the current study. In 
particular it would be of interest to discover, in their own words, why 
people work in the public sector. Perhaps this might be presented as 
an open-ended additional question at the end of a quantitative 
questionnaire, if the interviews or discussions prove not to be feasible.
It should be noted that since the initial study was carried out in 2007/2008, the 
UK economy has entered into a somewhat challenging period of recession, 
leading to the formation of a coalition government following the General 
Election of May 2010. This has led in turn to significant reductions in pubic 
sector spending, with consequent headcount reductions, reconfiguration of 
services, and general turbulence across all parts of the sector, affecting to 
greater or lesser degree all public sector workers in the UK. The potential 
impact of public spending cuts upon the job satisfaction of public servants, 
and upon the concept of public service ethos cannot be ignored, and this will 
provide significant opportunities for further research, building upon the current 
study.
It is possible that the relatively long length of the questionnaire (57 questions) 
and the apparently repetitive nature of some of the 36 ‘job satisfaction’ 
questions might have acted as a deterrent to some employees. If this is the 
case, a modified version of the questionnaire with perhaps fewer questions on 
‘job satisfaction’ and more questions on ‘public service ethos’ might prove to 
be a better tool for gathering data of this nature.
Certainly, asking more questions about ‘public service ethos’ could help to 
capture the essence of the concept more fully and more precisely, and it 
would be helpful to develop an instrument which would have a reliability level 
higher than the Cronbach Alpha of .591 recorded for this current instrument 
with the VWHDC respondents data set (n=74). It should be noted that the 
larger overall combined sample data set (n=133) produced a slightly higher 
Cronbach alpha for public service ethos at .614, but this is still noticeably
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lower than the .7 required as a minimum to ensure confidence in the reliability 
of the questions.
The one-to-one semi-structured interviews in Phase 1 of the study produced 
some interesting glimpses into the minds of the respondents. These 
interviews were necessarily limited in both number and scope, and whereas a 
short series of four interviews each lasting just over half an hour sufficed for 
the purpose of identifying some key issues, this approach might usefully be 
taken further.
Either a greater number of, say, 20 similar half-hour interviews with a cross- 
section of the staff, or a smaller number of longer, more probing, in-depth 
interviews with representative employees might prove helpful in identifying key 
issues relating to ‘job satisfaction’, ‘voluntary turnover intention (intention to 
stay)’ and ‘public service ethos’, exploring the study findings further.
Looking further afield, local government employees certainly constitute a 
significant proportion of the public service, but there are other branches of the 
public sector which might or might not have similar propensities. National 
Health Service employees constitute a further large segment of the UK public 
sector, and a similar study investigating NHS staff would indeed be an 
attractive proposition in order to seek validation of the results.
Similarly, civil defence workers - police, fire service, ambulance staff, etc. - 
might constitute a further grouping which could be explored. Prison officers 
could be a particularly interesting group of individuals to study. They tend to 
have an extremely unglamorous task, working with convicted criminals. Their 
views on why they do the job that they do, and their entire set of attitudes 
towards job satisfaction, voluntary turnover intention (intention to stay) and 
public service ethos, could provide an interesting counterbalance to the local 
authority employees surveyed in the current study.
The ‘public service ethos’ questions included in this study were actually based 
on a paper by Lyons et al (2006) which explored a three-way division between
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‘public’, ‘para-public’ and ‘private’ sector employees. This was a North 
American study, and the term ‘para-public’ was used to refer to workers in 
health and social care, education, etc, which the researchers regarded as 
being ‘different’ from local and central government administrative-type 
workers. It would be helpful to carry out a similar three-way investigation in 
the UK to see whether similar differences can be found.
Part of the difficulty in identifying the essence of ‘public service ethos’ appears 
to lie in the problem of individuals identifying precisely what they mean when 
they state that they ‘enjoy serving the public’. This began to be uncovered in 
the Phase 1 interviews, but there still appears to be an element of uncertainty 
surrounding whether the respondents like to serve ‘their country as a whole’, 
or ‘their local community’ (or possibly both at the same time), or whether they 
simply like ‘the nature of the work itself. If it is the nature of the work itself, 
there might arguably be no difference between working for either the public or 
the private sector as long as the interface with the public is essentially the 
same. It would be helpful to be able to explore these issues in greater depth.
5.6 The concept of Public Service Ethos in the 21st Century
The evidence from the phase 1 study appears to support the concept that 
public service ethos does actually exist, and that it complies with Pratchett 
and Wingfield’s (1996) analysis. This produces a picture of a set of 
employees essentially comfortable with the competing issues of accountability 
to a higher authority, the need to embrace the requirements for bureaucratic 
behaviour, a desire to act at all times in the greater public interest, essentially 
altruistic motivation, and an acceptance of the need to balance conflicting sets 
of loyalties.
More than one of the respondents referred to the concept of the pension 
scheme being seen as an integral part of the pay arrangements, and thus it 
might be supposed that the relatively high level of “pay satisfaction” is actually 
"pay and pension satisfaction”. This bears some relationship to the assertions 
of Andersen and Pallesen (2008) regarding the role of financial incentives in 
the public sector -  a safe and generous pension might be seen as the ultimate
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reward for a working lifetime of devoted service. Similarly, repeated 
references to the desirability of actually meeting members of the public and 
receiving direct consumer feedback on their work provided support for the 
assertion by Grant (2008) regarding the need for prosocial impact. The more 
public servants can see and understand the impact of their work, the greater 
the motivation and satisfaction that arises as a result.
However, the initial phase 2 pilot study results were somewhat contradictory, 
and the Q-sort exercise and the subsequent new questions based upon Lyons 
et al (2006) appeared to provide a clear picture from the phase 2 study of a 
group of employees who were evidently committed to working in a role that 
contributes to society and working for an organisation that they perceived as 
existing for the common good of society.
This picture, in turn, was called into question when the private sector 
(miscellaneous employers) respondents (n=40) reported an even higher score 
than the VWHDC employees.
It was further confounded by the almost complete absence of any correlation 
between ‘public service ethos’ and either ‘job satisfaction’ or ‘voluntary 
turnover intention (intention to stay)’. This conflicts with the received wisdom 
from the literature, which implies that although the concept of public service 
ethos has been steadily eroded in recent decades, it still exists among public 
servants today.
The only realistic conclusion which might be drawn from this apparent 
contradiction is that the five questions / statement on the questionnaire were 
either insufficient or inappropriate to capture the concept in full. The fact that 
they failed to achieve a cronbach alpha of .7 or above for any of the samples 
is evidence that they were not fully reliable. This, coupled with the higher 
score for private sector workers and the failure to identify any meaningful 
correlations suggests that the problem lies with the questions rather than the 
concept itself.
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Expressed very simply, it appears that public service ethos probably does still 
exist as a concept, but the questions on the questionnaire were not the right 
questions to capture it appropriately. The task going forward is to devise a 
suitable instrument which can be employed to capture the essence of ‘public 
service ethos’ in all its complexities. This might either be the existing battery of 
five questions supplemented by other questions, or alternatively it might prove 
worthwhile to abandon the current questions and start again from scratch.
5.7 Chapter Summary
It can be seen that the initial findings in terms of ‘job satisfaction’, ‘voluntary 
turnover intention (intention to stay)’, and ‘public service ethos’ were not 
inconsistent with expectations arising from the review of recent relevant 
literature outlined in chapter 2. However, the concept of ‘public service ethos’ 
remains rather elusive. It is evident that there is a clear and positive medium 
correlation between ‘job satisfaction’ and ‘voluntary turnover intention 
(intention to stay)’, no real correlation at all between ‘job satisfaction and 
public service ethos’, and a small negative correlation between ‘public service 
ethos’ and ‘voluntary turnover intention (intention to stay)’. Furthermore public 
service ethos has no real influence as a confounding variable in the 
relationship between job satisfaction and intention to stay.
The study’s key conclusion must be that ‘public service ethos’ may well exist 
as a key driver either in attracting people to work in the public sector in the 
first place or in encouraging them to stay once they are there. It will be 
necessary to devise novel and more appropriate approaches to capture this 
concept appropriately.
However, it is also evident that there are a great many public servants (mostly 
on permanent contracts) who are not particularly happy in their work and it 
would therefore be beneficial to take action to rectify this.
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6.1 Introduction
This journal charts the progress of the research process from the earliest 
beginnings in 2003 to the eventual completion in 2010.
It starts with some general reflections regarding the DBA experience as a 
whole, before going on to cover the formal stages of the programme of study 
and the investigative process itself, as well as the obstacles and delaying 
factors that intervened to prolong the time scale beyond the expected finishing 
date.
6.2 Reflections on the DBA experience.
The DBA handbook which I received in September 2003 cites the QAA 
descriptors for doctoral level qualifications, including the three points that
“Typically, holders of the qualification will be able to:
Make informed judgements on complex issues in specialist fields, often in the 
absence of complete data, and be able to communicate their ideas and 
conclusions clearly and effectively to specialist and non-specialist audiences
Continue to undertake pure and/or applied research and development at an 
advanced level, contributing substantially to the development of new 
techniques, ideas, or approaches; and will have
The qualities and transferable skills necessary for employment requiring the 
exercise of personal responsibility and largely autonomous initiative in 
complex and unpredictable situations, in professional or equivalent 
environments
This is an impressive list of requirements, and I feel that my personal journey 
in the past seven years has certainly taken me a considerable way towards 
meeting all three points.
C hapter 6. Reflective Journa l
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My aims at the start of the programme were to develop my skills as a 
researcher and to provide myself with the satisfaction of knowing that 1 had 
grown and developed as an individual by undertaking a higher level 
qualification rather than merely repeating the same year’s experience in the 
workplace over and over again until I reached retirement age.
Seven years later, I feel that I have achieved these objectives, at least in part, 
but the journey has not been an easy one, and I am not entirely sure if I would 
have embarked upon the endeavour if I had known in advance how it was 
going to turn out.
My keyboard skills are rudimentary, slow, and not entirely accurate, and the 
sheer task of producing a document of approximately 65,000 words has been 
a long and painstaking process.
Despite efforts at saving and backing up my material at regular and frequent 
intervals, I managed to lose valuable data on more than one occasion, 
including the loss of much of the literature review and all of the SPSS data 
from the pilot study when my hard disk drive failed shortly before the 
methodology seminar in June 2007.
Good management of time is essential for a venture of this nature. At the 
beginning I had intended to reserve Friday as my research day. This quickly 
became untenable as my workload increased, and I tried to compromise by 
reserving Friday afternoons, and then some evenings and/or weekends when 
I was not teaching. Unfortunately, this led to further problems as at the start 
of each session it took me up to one hour to work through where I had got to, 
and what I needed to do next, and progress became very slow indeed. There 
were many occasions when I ended up rejecting or deleting my day’s efforts 
due to incompatibility with the broad thrust of my study.
There were certain ‘windows of opportunity’ throughout my working year in 
which it became possible to carry out concentrated bursts of work for several
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days at a time, in the troughs between the peaks in my workload. In a typical 
year, the optimum times for working on my study were three blocks of 
approximately 6 weeks each, in October/November, January/February and 
June/July. It must be stressed that these were not completely free time -  they 
were simply weeks in which I was at least able to devote some concerted 
bursts of quality time to my research.
I developed a slightly faster typing speed, and I developed my skill in the use 
of SPSS to analyse data. I also developed the skill of reading academic 
journal articles more critically, and identifying threads of argument that had 
developed between competing schools of thought.
As a career public service administrator for over 20 years, I was keen to 
investigate an issue that has been of interest to me for many years. In my 
current role as a Tutor in Management at the University of Surrey with a 
special interest in Human Resource Management, I was keen to develop 
relevant knowledge and theoretical frameworks that I could use in my 
teaching. I feel that I have achieved success in both these fields. I can now 
talk to my former administrative colleagues about their problems from a sound 
basis of theoretical knowledge, and I find myself building some of my findings 
into my teaching, too.
Sacrifices and compromises have been necessary along the way. My social 
life has suffered, to the extent that it might well prove impossible to rekindle 
some old friendships once the DBA task has been finally completed. I have 
become far less accessible to my students in general and my personal tutees 
in particular. I feel that this is a particularly regrettable trade-off, as the human 
element has always been a strong part of my teaching practice. Whilst I have 
still retained my formal ‘office hours’ for seeing students, I have also become 
much better at saying ‘no’ to any requests which are over and above the basic 
requirements of my job, and throughout the past two years I have not actually 
got to know many of my students by name.
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On the plus side, I have actually enjoyed the research process itself - the 
challenge of identifying a problem, devising ways to resolve it, and then 
carrying these through to some sort of resolution is deeply satisfying. My 
regret is that I think that I could have done it far better if there had not been 
other pressures on my time and attention.
The general advice that I give to adult learners about to embark upon a major 
programme of study is that: “Your work situation, your home situation, and
your health, must all be appropriate, but most of all you really need to make 
sure that you want to do it”. When I embarked upon the programme in 2003 I 
thought that all of these requirements were in place. Subsequently, the work 
situation, and to some extent the health element, deteriorated, and I have had 
to manage my priorities very carefully indeed.
Would 1 do it again? I am not sure. I am glad that I did it, and I think that I 
am probably a better person for the experience. However, I think that firmer 
guarantees regarding workload, and the creation of sufficient dedicated time 
and space to enable the study to proceed in a more orderly fashion would 
have made the experience far more enjoyable.
6.3 Antecedence to enrolling on the programme
The need for growth and challenge is a well-documented and acknowledged 
aspect of the human condition in the workplace (Herzberg, 1968). Having 
achieved an MBA from Keele in 1992 and a Postgraduate Certificate in the 
Education of Adults from Surrey in 2004, there had been a period of almost 10 
years in which no formal qualifications had been obtained and a general 
feeling of the need to take on a new challenge. This had been raised as part 
of the annual Staff Development Review (annual appraisal) round, and 
participation on the newly accredited DBA programme had been seen as an 
appropriate way forward.
In addition, the work based role of teaching as a Tutor (mostly postgraduate 
students) did not have any research requirement, leading to the very real 
possibility of merely repeating the same annual round of programme delivery
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and assessment for many years to come. The prospect of personal growth 
twinned with the possibility of carrying out some real research seemed an 
attractive proposition.
I had actually carried out a small piece of research of my own earlier on in 
2003, analysing students’ interactions in the School of Management’s Virtual 
Learning Environment and exploring possible correlations between 
participation in the on-line chat room discussions and eventual grades 
obtained at the end of the programme. (No correlation was found to exist.) 
This work had been written up with two colleagues, and I presented it at a 
conference in Glasgow in July 2003. It was subsequently published (Lee- 
Kelley et al, 2005).
Meanwhile, the selection process for acceptance onto the DBA programme 
took place during the summer of 2003, and the first workshop was eagerly 
awaited.
6.4 The taught part of the programme
6.4.1 Research methods for management (Workshop 3-5 October 2003)
The first workshop took place over the weekend of Friday 3 to Sunday 5 
October 2003. This was very much an introductory session, and it provided 
an opportunity to get to know fellow students and begin the process of 
becoming immersed in research processes and approaches at a solid 
foundation level. This was helpful as it built upon pre-existing knowledge and 
pointed the way towards alternative approaches. I enjoyed the experience.
The subsequent assignment, submitted on 28 November 2003, was 
challenging, but not unduly so, and it was pleasant, albeit not unexpected, to 
receive positive feedback on it. It was particularly pleasing to discover that 
after an absence of nearly 10 years from formal academic study as a student, 
I was back in studying mode and operating at an appropriate level.
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6.4.2 Quantitative research methods (Workshop 12-14 December 2003)
The second workshop was rather different from the first. It took place over the 
period from Friday 12 to Sunday 14 December 2003 and it consisted of a 
combination of theoretical and hands-on sessions, exploring numerical and 
mathematical approaches to research and gaining experience of using SPSS.
This is probably not an easy subject to teach, and my ability to comprehend 
mathematical concepts is somewhat limited, so I found the classroom / 
laboratory sessions somewhat difficult. It was necessary for me to carry out 
additional work after the workshop to assure myself that I had a full 
understanding of the key learning points.
The assignment from this workshop, submitted on 27 February 2004, was 
extremely challenging, but it provided an excellent opportunity to get to 
understand the underlying principles of quantitative research, and I felt a very 
real sense of achievement in completing it successfully and receiving positive 
feedback. I would readily admit that quantitative approaches are outside of 
my natural comfort zone, and my last formal studying of a quantitative subject 
had been for my GCE “O” level mathematics examination in 1969, 34 years 
earlier. Whereas the feedback related to the research methods workshop had 
been positive and constructive, I found the marks and feedback from the 
quantitative research methods assignment to be considerably more pleasing 
and affirming due to my earlier formative experiences.
6.4.3 Qualitative research methods (Workshop 12-14 March 2004)
The third workshop adopted an entirely different approach, with six different 
members of the academic staff providing a range of inputs relating to 
qualitative aspects of research methodology.
This workshop was held over the weekend from Friday 12 to Sunday 14 
March 2004 and although it was interesting to hear of different approaches 
and techniques from some of my colleagues, it was chiefly memorable for one 
of the students falling asleep and snoring loudly during one of the sessions on 
analytical techniques.
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The assignment from this workshop, submitted on 31 May 2004, was rather 
enjoyable. It required the development and drafting of a research/consultancy 
proposal, under the guidance of a personally-allocated member of the 
academic staff. This was not un-challenging, but it seemed a rather natural 
process, possibly reflecting experiences elsewhere in my career.
I produced a proposal for investigating “management of change” issues in my 
own employing organisation, and once again I again felt a sense of 
satisfaction in meeting the requirements and passing the assignment. On this 
occasion I had been fairly confident of passing, but I found that the feedback, 
and the new insights that it gave into the requirements of academic rigour, 
was constructive and affirming.
6.4.4 C ritica l eva luation o f research (W orkshop 11-13 June 2004)
The fourth workshop was different again, and it proved to be the last under the 
leadership of the retiring director o f the DBA programme. This focused upon 
the analysis of published research papers in order to develop an awareness of 
“good” “bad” and “indifferent” practice.
I found the approach interesting. The assignment submission deadline was 
30 November 2004, and I was looking forward to the task. However, due to 
pressures related mostly to work-related issues I was not able to complete the 
assignment successfully until May 2005, and it was necessary to negotiate an 
extension with the programme director (hence the somewhat elongated set of 
dates in section 6.5 below). At this stage, I slipped from Cohort 1 to Cohort 2. 
I passed the assignment with its new submission date, and received 
complimentary feedback on it. The key learning points from this exercise 
were associated with the need to develop a critically evaluative approach to 
reading academic papers. This is a skill which needs to be developed with 
practice, and the workshop (and subsequent assignment) facilitated this 
process. I was later to come to appreciate the full value of this experience as 
I went through the lengthy process of researching the literature for my own 
study.
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6.4.5 Research p lann ing and proposa l w rit in g  (W orkshop 7-8 O ctober 
2005)
This two-day workshop explored theoretical and practical issues related to the 
DBA process. It covered, in particular, the literature review process, ethical 
issues, and the realities involved in producing a robust proposal. I found this 
helpful, and had what 1 thought at the time was a good, in-depth discussion 
with one of the members of the professorial staff about my research ideas and 
how to proceed with them. Subsequent events demonstrated that not all of 
the advice I was offered was as sound and reliable as it might have been. 
The member of staff has since left the institution to work overseas.
As a consequence of this session, I produced my research proposal, and I 
was formally advised that it had been accepted on 19 January 2006.
6.5 The s tudy  itse lf
6.5.1 F irs t litera ture  review  sem ina r (26 June 2006)
The first seminar, on 26 June 2006, provided an opportunity to describe and 
explain the detailed thinking that had emerged from the literature review 
process, and the way in which the proposed study was unfolding. The 
feedback received from fellow students and members of the academic staff 
was helpful and instructive. My thinking was more channelled and more 
focused as a consequence of the workshop.
6.5.2 Second lite ra ture  review  sem inar (6 December 2006)
The second seminar, on 6 December 2006, served as a vehicle for exploring 
in much greater depth the emergent thinking about this study, and ways in 
which it might become a reality. Between the first and second review 
seminars, the literature review had been fleshed out far more, and the 
intention to carry out the study in the University of Surrey, using university 
employees as the respondents had become dominant. Subsequently it 
became clear that it would not be possible to run the study in the university 
and a search for an alternative set of respondents began. Again, the feedback 
following my presentation was helpful, and I was able to refine my thinking,
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develop my research tool (questionnaire) and prepare to carry out a pilot 
study early in the New Year.
6.5.3 M ethodo logy sem inar (29 June 2007)
The Third seminar, on 29 June 2007, enabled me to present the details of my 
literature review and the three pilot studies carried out in February and March 
2007 to my fellow students and academic colleagues. There was general 
agreement that the “job satisfaction” and “voluntary turnover intention” results 
were interesting, but further work would be necessary to identify the concept 
of “public service ethos” in a more meaningful way. I found this very helpful, 
and it served as a catalyst for the development of the research instrument that 
was to emerge eventually, albeit half a year later.
6.5.4 The qua lita tive  and quan tita tive  s tud ies  (2007 1 08)
The pilot studies in February and March 2007 were helpful in honing the 
research instrument, as well as providing an opportunity to discuss my study 
with a wide range of people. The next requirement was to fine-tune the 
questions and to find a suitable organisation in which to run the study.
The introduction to VWHDC was made possible via a chance introduction by 
the South East Regional Manager of the Chartered Management Institute 
during a branch officers training event in September 2007. This solved a 
long-standing problem, as up to this point it had not been possible to find a 
public sector organisation that would allow access to the staff to carry out a 
study of this nature.
I spent several days in the VWHDC offices in Abingdon, Oxfordshire in 2007 
and 2008, meeting a cross-section of the staff, explaining my research 
intentions, and generally seeing and being seen. The purpose of this was 
two-fold - firstly to enable me to gain a greater understanding of the workplace 
culture and climate, and secondly to enable the staff to see that I was merely 
an interested yet detached observer, who shared their public service 
background but was not in any way connected with the organisation itself 
other than as an invited guest. I felt that this was time well spent, and it is
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likely that it contributed to both the volume of responses received and the 
quality of the feedback received from the staff, although of course it is 
impossible to verify this supposition.
A  small series of one-to-one semi-structured interviews with representative 
members of staff in October 2008 helped to focus my thoughts on the views 
and attitudes of the VWHDC employees, and led towards the refinement of 
the public service ethos questions. I particularly enjoyed this day, as I felt that 
I was really getting close to the staff and beginning to understand their values.
I also felt that the people whom I met were not very different from my own 
former colleagues when I had worked as an administrator in the NHS.
Following discussions with senior officers of the authority, a Q-sort exercise 
was conducted during a iunch-time meeting with a group of 10 staff members, 
and then the refined research instrument was eventually administered to all 
300 staff at the end of January 2008. The responses were returned in sealed 
envelopes in early March 2008, and it was possible to begin the analysis 
phase. I found this experience extremely exciting, and ! was eager to begin 
my analysis. However, unfortunately, due to pressure of other work, the data 
entry and analysis could not commence until mid-June 2008, a delay of just 
over 3 months.
6.6 The analysis and w ritin g  up process (June 2008 to  A u g us t 2009)
The data entry and some superficial preliminary analysis was completed by 
early July 2008, and an interim report was sent to VWHDC senior officials for 
information, and onward dissemination as they thought appropriate. Further 
analysis from the quantitative stage of the study was delayed until early 
September 2008, and continued until the process had been completed 
eventually. Much of the next year was spent on refining the process and the 
resulting document, and included at least one further visit to VWHDC offices 
to seek clarification on key points. The entire analysis and writing up process 
had to be fitted around more pressing work-related duties, and this delayed an 
otherwise-straightforward task considerably.
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6.7 Further data gathering and ana lys is  (Novem ber 2009 to  Septem ber 
2010)
The data from the VWHDC data set was considered to be of insufficient size 
to permit appropriately extensive and rigorous analysis in testing the four 
hypotheses. A  return visit to VWHDC was not felt to be appropriate, so a 
further data gathering exercise was carried out over the period November 
2009 to February 2010. The subsequent analysis and additional work on this 
thesis over the period between March and September 2010 provided an 
interesting opportunity to compare, contrast and interrogate the data to a 
deeper level. It also provided an opportunity to proof read the entire 
document with greater precision than had been possible hitherto.
6.8 C onclud ing  re flec tions on the DBA experience.
The entire DBA process was originally intended to take 4 years, from 2003 to 
2007. When I embarked on the process my workload was not unreasonable, 
my domestic arrangements were stable, and there seemed to be every 
chance that I could meet the targets.
Shortly after I commenced on the programme my workload began to increase 
noticeably, due to a combination of increased customer demands and some 
unfortunate workload management decisions which i did not feel able to 
challenge or resist.
I feel that I coped quite well for the first year, 2003/04, until in the middle of 
2004 it became necessary to focus on my paid employment at the expense of 
other aspects of my life, including my studies.
This effectively set the pattern for the next six years, with key periods, 
frequently several months long, in which it was simply not possible to focus on 
my research due to work pressures. I found this extremely frustrating, but i 
was not able to do much about it.
As an example, under more favourable circumstances, the data gathered in 
February 2008 could easily have been entered into SPSS and analysed by
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the end of March (one month later). In practice, there was a period of three 
and a half months when I could not even find the time to open the sealed 
envelopes and look at the responses. This was followed by a few weeks in 
late June/early July when some preliminary work could be done, and then a 
short period in September when the process could be completed. This means 
that a process that should have taken one month actually took six months.
Looking back, I found the entire research process extremely rewarding and 
interesting, and I would like very much to be able to do more research work of 
this nature. However, it was not really feasible (or equitable) to do justice to 
the process without taking away some of the workload in other aspects of my 
daily/weekly/monthly/annual work routine.
The period of this programme spanned a time when both my sons studied for 
their "A” levels, and subsequently went off to university. I would have liked to 
have been there for them much more than proved possible. My long-suffering 
family have been extremely supportive throughout the entire process, and I 
could not have done it without them and their understanding.
6.9 C onclusion
With the wisdom of hindsight, this might not have been the ideal time for me to 
have embarked upon the DBA programme, but there was no way of knowing 
that at the time. Circumstances were fine when I started, but my workload 
grew out of all proportion subsequently and I was overtaken by events which 1 
could not control.
I would certainly recommend the DBA programme to a colleague, but with the 
caveat that proper management support and workload management is 
essential in order to avoid problems being encountered partway through the 
course.
Brian Good 
October 2010
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4 ?  UNIVERSITY OF
W  SURREY
Ethics Committee
Mr Brian Good 
School of ManagBmBnt
DEar Mr Good
Job satisfaction and turnover intention. A study to investigate possible links between the degree to which employees 
derive satisfaction from their work and their intention to leave their current employer (EC/2DD7/5E/SoM)
On behalf of the Ethics Committee, I am pleased to confirm a favourable ethical opinion for the above research on the basis 
described in the submitted protocol and supporting documentation.
Date of confirmation of ethical opinion: 25 July 2DD7
The final list of documents reviewed by the Committee is as follows:
Document Date
Application 02/07/2007
Research Proposal D2/D7/20D7
Letter to Participants D2/D7/2DD7
Questionnaire 02/D7/2DD7
Your Response to the Committee's Comments I7/D7/2DD7
This opinion is given on the understanding that you will comply with the University's Ethical Guidelines for Teaching and Research.
The Committee should be notified of any amendments to the protocol, any adverse reactions suffered by research participants, 
and if the study is terminated earlier than expected with reasons.
You are asked to note that a further submission to the Ethics Committee will he required in the event that the study is not 
completed within five years of the above date.
Please inform me when the research has been completed.
Yours sincerely
Catherine Ashbee (Mrs)
Secretary, University Ethics Committee 
Registry
cc: Professor T Desombre, Chairman, Ethics Committee
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Brian Good
Room 08 MS 02
School of Management
University of Surrey
Guildford
Surrey
GU27XH
28 January 2008
Employment Study 2008
The attached questionnaire is about you and your job, and 1 would be very grateful if you 
could spend ten minutes completing it for me. 1 am a mature student with many years 
experience of working in the public sector and the survey is part of my doctoral programme. 
Your cooperation in this matter is very much appreciated. Please see below for all the 
conditions that apply to this survey.
For administrative convenience Jeremy Beach has kindly agreed to act as the conduit for 
distribution and subsequent collection of these questionnaires. I must stress that strict 
confidentiality will be observed at all times -  although he will be handling the envelopes 
containing your answers, he will not be opening any of them, and neither he nor any other 
member of the council’s staff will have access to any specific individual’s responses.
I do hope you feel able to participate.
Yours sincerely
Appendix 5: covering letter sent to all staff at VWHDC
Brian Good
Conditions
1. In accordance with the University of Surrey School of Management’s usual procedures for 
research studies, all data collected within the project will remain confidential. This 
includes data from the questionnaires, any subsequent interviews, and any 
documentation that is not in the public domain, as well as any informal discussions. 
Individual respondents’ names or any identifying details will not be made available in any 
publication or to any other organisation or individual.
2. Please note that all those involved in the study have the right to request that anything 
they regard as sensitive or confidential (verbal or written) be excluded from the study.
3. Anonymous abstracts from any follow-up interviews may be used in the final report and 
any publications resulting from this study. In keeping with guidelines for good research 
practice, anonymised data relating to the study will be stored for a period of at least five 
years within a locked filing cabinet within the research establishment and under the care 
of a designated custodian. All data will be stored in accordance with the Data Protection 
Act, 1998 in locked cabinets at the University of Surrey. At the end of the five year period, 
aii interview notes, tapes and other pieces of data relating to the project will be destroyed.
4. Any complaint or concerns about any aspects of the way you have been dealt with during 
the course of the study will be addressed; Please contact Brian Good, on 01483 300800 
extension 2018.
5. Similarly, any queries whatsoever relating to this study should be directed to me using the 
contact details shown at the head of this letter or by e-mail at b.qood@surrev.ac.uk.
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A ppend ix  6: Research in te rv iew  P ro toco l 
Interview protocol 
Introduction stage
The purpose of this study is to discover the thoughts and feelings of a representative 
sample of public sector employees regarding the nature of the jobs that they do and 
the employment choices that they have made.
There are three key themes -  job satisfaction, voluntary turnover intention and public 
service ethos. The latter is the most important, but most of the respondents are likely 
to expect that the interview will be more directly focused on the first two. It is 
acceptable to disclose these details to the respondents.
Stage one: biography questionnaire
Make sure that a short biography questionnaire is completed.
This will enable a cross-check to be made with questionnaire response data from the 
quantitative phase of the study, as well as facilitating discussions about career 
decisions over the interviewees working lifetime.
Stage two: the meaning of public service
Aim: to identify respondents’ thoughts and feelings regarding precisely why they are 
working for a public sector organisation -  is it because it is a nice safe comfortable 
job with a good pension plan, or is it due to some deeper altruistic motivation?,
Suggested approaches
• It has been suggested that public sector workers value work that contributes to 
society more than private sector employees do. Do you think this is really true? 
Tell me from your own perspective about your own experiences and thought 
processes behind your answer this question.
® How did you end up doing the job that you are doing now? Is it the kind of job 
that to had in mind when you left school?
• There have been quite a few changes in recent years relating to the way in which 
public services are delivered. Please tell me about some of these changes, and 
how they have affected the way you feel about your work.
Stage three: job  satisfaction, organisational commitment and turnover 
intention
Aim: having established the reasons why the respondents are working for a public 
sector organisation, the next task is to explore how they feel about the work that they 
do in terms of how satisfied they are with their jobs, how they feel about their 
employing organisation, and whether or not they intend to remain in post for the 
foreseeable future.
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• How does money (salary, take-home pay, etc.) fit into al! of this as far as you are 
concerned? Do you get enough money? Would the chance to earn more make 
you work harder?
• How do you feel about your work?
• What words would you use to describe your feelings about the work you do?
• Are you happy / sad / spiritually rewarded by the work that you do?
• What other line of work might you be interested in?
• Tell me about anything that might have happened in your work that has caused 
you to think about giving it ail up and trying something different.
• Are you planning to stay here until you retire? (if so, why? / if not, why not?)
Stage four: view of society
Aim: probing deeper, to discover how these public servants really feel about the 
public that they serve, and if these views have changed, consciously, overtime.
• You work in the public service. Please tell me, in you own words, what this 
means to you?
® It might be suggested that
• You get no real feedback from the public, so there is no way of knowing 
whether you are actually doing a good job
• You don’t contribute to society in any meaningful way
• You are a drain on the nation’s resources
• You don’t work for the good of society; you just work for the government
• You are just here because it is a nice safe job with a good pension scheme.
How would you react to these suggestions?
Stage five: relations with the private sector
Aim: having probed quite deeply into motives and motivations, to identify the extent 
to which respondents feel that there is a difference between working in the public 
sector and working in the private sector.
• Have you ever worked in the private sector? If so, how do you think that working 
in the public sector is different?
• Has your outlook on the type of work that you do, and the people you work for, 
changed over the years? If so, how has it changed, and when did it happen?
• Is there anybody you wouldn’t work for?
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Interviewers brief
The purpose of this study is to explore the interplay between public service ethos (if it 
still exists), job satisfaction and voluntary turnover intention. It has been argued that 
the existence of a distinct public service ethos began to be eroded with the reforms 
brought in during the 1980s and 1990s. However, it was only in the last 10 years that 
the concept was faced with extinction, with the outsourcing of non-core activities and 
the introduction of initiatives such as “best value”. This has led to many traditional 
“public” services being provided by contractors from the private sector, rather than 
public sector employees per se, thus changing the nature of the debate.
The tape-recorded interviews are intended to be analysed using content analysis, 
argument analysis and linguistic analysis to identify pertinent issues of concern to 
actual public sector employees.
Brian Good 
13 October 2008
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Individual information
A g e ...............
Gender....................
Are you the main income earner in your household?...................
Type of contract: Temporary / fixed term / permanent part-time / permanent full-time 
Present position and grade.....................................
Responsibilities (what do you do in your job?)................................................ .
Organisational tenure (how long have you been working here?)..............................
Job tenure (how long have you been doing your present job?)................................
Career history
Previous positions (please indicate your previous positions including the years of 
your appointments, as well as the respective organisations and industries, starting 
from the most recent position.
1........................
2........................
 3.......................
 4........................
 5........................
Thank you. This information will not appear in any recognisable form in the final 
published version of the report, but it will be extremely valuable in developing insights 
into the details of the situation underlying the data from the questionnaire stage of the 
study.
Brian Good 
22 October 2008
I n t e r v i e w e e ....................................
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A ppend ix  7: F irs t p ilo t s tud y  questionna ire  -  February 2007 
Study into job  satisfaction and voluntary turnover intentions, 2007
Part A. Job satisfaction.
In this section, please circle the one number for each of the 36 questions or statements that 
comes closest to reflecting your opinion about it:
1= disagree very much 
2=disagree moderately 
3= disagree slightly 
4= agree slightly 
5=agree moderately 
6= agree very much
1. I feei I am being paid a fair amount for the work I do 1 2 3 4 5 6
2. There is really too little chance for promotion on my job 1 2 3 4 5 6
3. My supervisor is quite competent in doing his/her job 1 2 3 4 5 6
4. I am not satisfied with the benefits I receive 1 2 3 4 5 6
5. When I do a good job I receive the recognition for it that I should receive 1 2 3 4 5 6
6. Many of our rules and procedures make doing a good job difficult 1 2 3 4 5 6
7. I like the people I work with 1 2 3 4 5 6
8. I sometimes feel my job is meaningless 1 2 3 4 5 6
9. Communications seem good within this organization 1 2 3 4 5 6
10. Raises are too few and far between 1 2 3 4 5 6
11. Those who do well on the job stand a fair chance of being promoted 1 2 3 4 5 6
12. My supervisor is unfair to me 1 2 3 4 5 6
13. The benefits we receive are as good as most other organizations offer 1 2 3 4 5 6
14. I do not feel that the work I do is appreciated 1 2 3 4 5 6
15. My efforts to do a good job are seldom blocked by red tape 1 2 3 4 5 6
16. I find I have to work harder at my job because of the incompetence of people 
i work with
1 2 3 4 5 6
17. I like doing the things I do at work 1 2 3 4 5 6
18. The goals of this organization are not clear to me 1 2 3 4 5 6
19. I feel unappreciated by the organization when I think about what they pay me 1 2 3 4 5 6
20. People get ahead as fast here as they do in other places 1 2 3 4 5 6
21. My supervisor shows too little interest in the feelings of subordinates 1 2 3 4 5 6
22. The benefits package we have is equitable 1 2 3 4 5 6
23. There are few rewards for those who work here 1 2 3 4 5 6
24. I have too much to do at work 1 2 3 4 5 6
25. I enjoy my co-workers 1 2 3 4 5 6
26. I often feei that I do not know what is going on with the organization 1 2 3 4 5 6
27. I feel a sense of pride in doing my job 1 2 3 4 5 6
28. I feel satisfied with my chances for salary increases 1 2 3 4 5 6
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29. There are benefits we do not have which we should have 1 2 3 4 5 6
30. 1 like my supervisor 1 2 3 4 5 6
31. I have too much paperwork 1 2 3 4 5 6
32. I don’t feel my efforts are rewarded the way they should be 1 2 3 4 5 6
33. I am satisfied with my chances for promotion 1 2 3 4 5 6
34. There is too much bickering and fighting at work 1 2 3 4 5 6
35. My job is enjoyable 1 2 3 4 5 6
36. Work assignments are not fully explained 1 2 3 4 5 6
Part B. Intent to stay / quit
In this section, please circle the one number for each of the 4 questions or statements that comes 
closest to reflecting your opinion about it 
1= strongly disagree 
2=disagree
3= neither agree nor disagree 
4= agree 
5= strongly agree
37. I would like to leave my present employer 1 2 3 4 5
38. I plan to leave my present employer as soon as possible 1 2 3 4 5
39. I plan to stay with my present employer as long as possible 1 2 3 4 5
40. Under no circumstances will I leave my present employer 1 2 3 4 5
Part C. Public Service Ethos
In this section, please circle the one number for each of the 5 questions or statements that comes 
closest to reflecting your opinion about it:
1= strongly disagree 
2=disagree
3= neither agree nor disagree 
4= agree 
5= strongly agree
41. The processes of democratic government are legitimate and important. 1 2 3 4 5
42. Honesty, integrity, impartiality and objectivity are important in my work. 1 2 3 4 5
43. The interests of the public are more important than the interests of my 
employing organisation.
1 2 3 4 5
44. I value a job that gives me a feeling of accomplishing something worthwhile 1 2 3 4 5
45. At times I feel conflicting loyalties to my department, my employer, my 
profession, the general institution and the wider community.
1 2 3 4 5
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Part C. Personal details.
Please tick ( / )  the one answer or category for each question or statement that comes closest to 
describing you or your status
46. Age □ 18-29
□ 30-39
□ 40-49
□ 50+
47. Gender □ Male
□ Female
48. Marital status □ Single
□ Married or co-habiting
49. Household responsibilities Are you the sole income earner for your 
household?
□ Yes
□ No
50. If you answered ‘no’ to the last question: 
(if you answered “yes”, please ignore 
this and go on to question 51)
Are you the main income earner for your 
household?
□ Yes
□ No
51. Type of employment □ Temporary
□ Fixed term
□ Permanent full-time
□ Permanent part-time
52. Position / grade □ Academic
□ Academic related
□ Computing
□ Manual
□ Research
□ Clerical
□ Technician
□ T utor
53. Length of time with current employer □ Less than 1 year
□ 1 to 4 years
□ 5-9 years
□ 10+ years
54. Length of time in current profession / 
type of work
□ Less than 1 year
□ 1 to 4 years
□ 5-9 years
□ 10+ years
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55. Is there any other information or are there any comments that you might think relevant? If 
so, please feel free to write in this space.
Part D. Contact details (not essential, but highly desirable)
56. Would you be willing to participate in a brief follow-up interview at a later stage of the study?
□ Yes
□ No
If you ticked the "No" box, thank you very much for your valuable input into this study. Please 
return the completed questionnaire to me for analysis using the plain brown envelope provided.
If you ticked the "Yes" box, Please go on to add your contact details in the space below.
57. Name
58. Contact address (it is anticipated that for 
most people this will be your work 
address)
59. Telephone / extension no.
60. e-mail address
Thank you very much for your valuable input into this study. If you answered questions 57 to 
60 there is no guarantee that you will be approached with further questions, but it is 
anticipated that this latter phase of the study will provide a rich source of qualitative data to 
add to the quantitative data gathered from the questionnaire-based research.
Please do not forget to return the completed questionnaire to me for analysis using the plain 
brown envelope provided.
Brian Good 
22 February 2007
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Appendix 8: Second and third pilot studies questionnaire -  March 2007
Study into job satisfaction and voluntary turnover intentions, 2007
Part A. Job satisfaction.
In this section, please circle the one number for each of the 36 questions or statements that 
comes closest to reflecting your opinion about it:
1= disagree very much 
2=disagree moderately 
3= disagree slightly 
4= agree slightly 
5=agree moderately 
6= agree very much
1. I fee! I am being paid a fair amount for the work I do 1 2 3 4 5 6
2. There is really too little chance for promotion on my job 1 2 3 4 5 6
3. My supervisor is quite competent in doing his/her job 1 2 3 4 5 6
4. I am not satisfied with the benefits I receive 1 2 3 4 5 6
5. When i do a good job I receive the recognition for it that I should receive 1 2 3 4 5 6
6. Many of our rules and procedures make doing a good job difficult 1 2 3 4 5 6
7. I like the people I work with 1 2 3 4 5 6
8. I sometimes feel my job is meaningless 1 2 3 4 5 6
9. Communications seem good within this organization 1 2 3 4 5 6
10. Raises are too few and far between 1 2 3 4 5 6
11. Those who do well on the job stand a fair chance of being promoted 1 2 3 4 5 6
12. My supervisor is unfair to me 1 2 3 4 5 6
13. The benefits we receive are as good as most other organizations offer 1 2 3 4 5 6
14. I do not feel that the work I do is appreciated 1 2 3 4 5 6
15. My efforts to do a good job are seldom blocked by red tape 1 2 3 4 5 6
16. I find I have to work harder at my job because of the incompetence of people 
I work with
1 2 3 4 5 6
17. I like doing the things I do at work 1 2 3 4 5 6
18. The goals of this organization are not clear to me 1 2 3 4 5 6
19. I feel unappreciated by the organization when I think about what they pay me 1 2 3 4 5 6
20. People get ahead as fast here as they do in other places 1 2 3 4 5 6
21. My supervisor shows too little interest in the feelings of subordinates 1 2 3 4 5 6
22. The benefits package we have is equitable 1 2 3 4 5 6
23. There are few rewards for those who work here 1 2 3 4 5 6
24. I have too much to do at work 1 2 3 4 5 6
25. I enjoy my co-workers 1 2 3 4 5 6
26. I often feel that I do not know what is going on with the organization 1 2 3 4 5 6
27. I feel a sense of pride in doing my job 1 2 3 4 5 6
28. I feel satisfied with my chances for salary increases 1 2 3 4 5 6
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29. There are benefits we do not have which we should have 1 2 3 4 5 6
30. I like my supervisor 1 2 3 4 5 6
31. I have too much paperwork 1 2 3 4 5 6
32. I don’t feel my efforts are rewarded the way they should be 1 2 3 4 5 6
33. I am satisfied with my chances for promotion 1 2 3 4 5 6
34. There is too much bickering and fighting at work 1 2 3 4 5 6
35. My job is enjoyable 1 2 3 4 5 6
36. Work assignments are not fully explained 1 2 3 4 5 6
Part B. Intent to stay / quit
In this section, please circle the one number for each of the 4 questions or statements that comes 
closest to reflecting your opinion about it 
1= strongly disagree 
2=disagree
3= neither agree nor disagree 
4= agree 
5= strongly agree
37. I would like to leave my present employer 1 2 3 4 5
38. I plan to leave my present employer as soon as possible 1 2 3 4 5
39. I pian to stay with my present employer as long as possible 1 2 3 4 5
40. Under no circumstances will I leave my present employer 1 2 3 4 5
Part C. Public Service Ethos
In this section, please circle the one number for each of the 5 questions or statements that comes 
closest to reflecting your opinion about it, and how your job fits into society as a whole:
1= strongly disagree 
2=disagree
3= neither agree nor disagree 
4= agree 
5= strongly agree
41. The processes of democratic government are legitimate and important. 1 2 3 4 5
42. Honesty, integrity, impartiality and objectivity are important in my work. 1 2 3 4 5
43. The interests of the public are more important than the interests of my 
employing organisation.
1 2 3 4 5
44. I value a job that gives me a feeling of accomplishing something worthwhile 1 2 3 4 5
45. At times I feel conflicting loyalties to my department, my employer, my 
profession, the general institution and the wider community.
1 2 3 4 5
4 0 1
Part C. Personal details.
Please tick {/) the one answer or category for each question or statement that comes closest to 
describing you or your status
46. Age □ 18-29
□ 30-39
□ 40-49
□ 50+
47. Gender □ Male
□ Female
48. Marital status □ Single
□ Married or co-habiting
49. Household responsibilities Are you the sole income earner for your 
household?
□ Yes
□ No
50. If you answered ‘no’ to the last question: 
(if you answered “yes”, please ignore 
this and go on to question 51)
Are you the main income earner for your 
household?
□ Yes
□ No
51. Type of employment □ Temporary
□ Fixed term
□ Permanent full-time
□ Permanent part-time
52. Nature of employing organisation □ Public sector
□ Private sector
53. Position / grade □ Professional
□ Managerial
□ Academic
□ Academic related
□ Computing
□ Manual
□ Research
□ Clerical
□ Technician
□ T utor
□ Other (please specify)..................................
4 0 2
54. Length of time with current employer □ Less than 1 year
□ 1 to 4 years
□ 5-9 years
□ 10+ years
55. Length of time in current profession / □ Less than 1 year
type of work □ 1 to 4 years
□ 5-9 years
□ 10+ years
56. Is there any other information or are there any comments that you might think relevant? If
so, please feel free to write in this space.
Part D. Contact details (not essential, but highly desirable)
57. Would you be willing to participate in a brief follow-up interview at a later stage of the study?
□ Yes
□ No
If you ticked the “No” box, thank you very much for your valuable input into this study. Please 
return the completed questionnaire to me for analysis using the plain brown envelope provided.
If you ticked the "Yes” box, Please go on to add your contact details in the space below.
58. Name
59. Contact address (it is anticipated that for 
most people this will be your work 
address)
60. Telephone / extension no.
61. e-mail address
Thank you very much for your valuable input into this study. If you answered questions 58 to 
61 there is no guarantee that you will be approached with further questions, but it is 
anticipated that this latter phase of the study will provide a rich source of qualitative data to 
add to the quantitative data gathered from the questionnaire-based research.
Please do not forget to return the completed questionnaire to me for analysis using the plain 
brown envelope provided.
Brian Good 
6 March 2007
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DBA research study:
Job Satisfaction and Voluntary Turnover Intentions, 2007
Thank you for filling in my pilot study questionnaire.
To help me fine-tune this instrument before the main study, I would be grateful for 
your answers to the following questions.
1. How long (in minutes) did the questionnaire take to complete?
2. Was the meaning of any of the questions unclear to you? (If so, please tell me 
what they were)
3. Did you feel uneasy about answering any of the questions? (If so, which 
ones?)
4. In your opinion were there any major topic or question omissions?
5. Was the layout clear and accessible?
6. Do you have any other comments?
Many thanks
Brian Good 
6 March 2007
4 0 4
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P ilo t s tudy  no.1 -  February 2007
Pilot study no.1 -  February 2007: Satisfaction w ith pay
Appendix 9 -  Cronbach alpha analysis for pilot study data sets
Reliability Statistics
Cronbach’s
Alpha N of Items
.903 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 9.9167 16.265 .795 .872
Q10 - pay (2) 11.3333 16.061 .760 .883
Q19 - pay (3) 10.2500 14.568 .764 .886
Q28 - pay (4) 11.2500 15.659 .828 .859
Pilot study no.1 -  February 2007: Satisfaction with promotion prospects
Reliability Statistics
Cronbach's
Alpha N of Items
.530 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q2 - promotion (1) 7.9167 6.447 .432 .345
Q11 - promotion (2) 7.2500 8.205 .395 .416
Q20 - promotion (3) 8.1667 11.424 -.095 .684
Q33 - promotion (4) 7.4167 4.265 .600 .107
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Pilot study no.1 -  February 2007: Satisfaction with supervision
Reliability Statistics
Cronbach's
Alpha N of Items
.723 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q3 - immediate 
supervisor (1) 13.5385 12.603 .537 .647
Q12 - immediate 
supervisor (2) 13.1538 13.308 .670 .600
Q21 - immediate 
supervisor (3) 14.4615 12.769 .260 .869
Q30 - immediate 
supervisor (4) 13.5385 11.769 .778 .523
Pilot study no.1 -  February 2007: Satisfaction with fringe benefits
Reliability Statistics
Cronbach's
Alpha N of Items
.414 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q4 - fringe benefits (1) 9.2500 11.114 -.177 .665
Q13 - fringe benefits (2) 11.3333 8.242 .130 .444
Q22 - fringe benefits (3) 10.1667 5.606 .478 .028
Q29 - fringe benefits (4) 11.0000 5.091 .614 -.156(a)
a The value is negative due to a negative average covariance among items. This violates reliability 
model assumptions. You may want to check item codings.
4 0 7
Pilot study no.1 -  February 2007: Satisfaction with contingent rewards
Reliability Statistics
Cronbach's
Alpha N of items
.467 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach’s 
Alpha if Item 
Deleted
Q5 - contingent 
rewards (1) 9.8462 7.141 .479 .148
Q14- contingent 
rewards (2) 10.6923 13.731 -.134 .678
Q23 - contingent 
rewards (3) 10.2308 10.026 .195 .462
Q32 - contingent 
rewards (4) 9.8462 6.474 .621 -.030(a)
a The value is negative due to a negative average covariance among items. This violates reliability 
model assumptions. You may want to check item codings.
Pilot study no.1 -  February 2007: Satisfaction w ith operating conditions
Reliability Statistics
Cronbach's
Alpha N of Items
.769 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q6 - operating 
conditions (1) 10.0000 15.833 .613 .695
Q15 - operating 
conditions (2) 9.9231 17.077 .488 .755
Q24 - operating 
conditions (3) 10.0000 14.667 .494 .767
Q31 - operating 
conditions (4) 10.2308 14.026 .719 .632
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Pilot study no.1 -  February 2007: Satisfaction with co-workers
Reliability Statistics
Cronbach's
Alpha N of Items
.618 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q7 - co-workers (1) 12.5385 9.603 .620 .459
Q16 - co-workers (2) 13.8462 8.974 .257 .673
Q25 - co-workers (3) 12.7692 9.692 .616 .464
Q34 - co-workers (4) 14.1538 7.308 .355 .624
Pilot study no.1 -  February 2007: Satisfaction with nature of work
Reliability Statistics
Cronbach's
Alpha N of Items
.900 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q8 - nature of work (1) 14.6154 14.423 .638 .945
Q17 - nature of work (2) 13.8462 14.641 .910 .824
Q27 - nature of work (3) 13.9231 16.077 .888 .842
Q35 - nature of work (4) 13.6923 16.231 .764 .877
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Pilot study no.1 -  February 2007: Satisfaction with communication
Reliability Statistics
Cronbach's
Alpha N of items
.833 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q9 - communication (1) 12.7692 13.192 .693 .776
Q18 - communication (2) 10.5385 15.603 .579 .823
Q26 - communication (3) 11.7692 12.359 .787 .727
Q36 - communication (4) 10.3846 16.590 .615 .813
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Pilot study no.1 -  February 2007: Total job satisfaction
Reliability Statistics
Cronbach's
Alpha N of Items
.920 36
Item-Total Statistics
Scale Mean 
if Item 
Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 128.0833 686.629 .480 .918
Q2 - promotion (1) 130.0833 686.265 .461 .918
Q3 - immediate supervisor (1) 127.8333 702.879 .224 .921
Q4 - fringe benefits (1) 127.7500 693.841 .426 .919
Q5 - contingent rewards (1) 128.9167 661.174 .737 .915
Q6 - operating conditions (1) 129.1667 668.515 .681 .916
Q7 - co-workers (1) 127.2500 685.114 .754 .916
Q8 - nature of work (1) 128.5000 687.364 .347 .920
Q9 - communication (1) 130.2500 665.114 .705 .915
Q10 - pay (2) 129.5000 663.545 .771 .915
Q11 - promotion (2) 129.4167 708.811 .235 .921
Q12 - immediate supervisor (2) 127.4167 691.356 .476 .918
Q13 - fringe benefits (2) 129.8333 706.515 .199 .921
Q14 - contingent rewards (2) 129.5000 716.455 .069 .923
Q15 - operating conditions (2) 129.0833 710.447 .129 .922
Q16 - co-workers (2) 128.6667 677.333 .538 .917
Q17 - nature of work (2) 127.6667 685.697 .474 .918
Q18 - communication (2) 127.9167 670.447 .674 .916
Q19 - pay (3) 128.4167 666.629 .629 .916
Q20 - promotion (3) 130.3333 705.152 .356 .920
Q21 - immediate supervisor (3) 128.8333 722.879 -.036 .927
Q22 - fringe benefits (3) 128.6667 689.697 .399 .919
Q23 - contingent rewards (3) 129.0000 692.909 .351 .920
Q24 - operating conditions (3) 129.2500 665.841 .580 .917
Q25 - co-workers (3) 127.5000 698.818 .491 .919
Q26 - communication (3) 129.2500 676.386 .557 .917
Q27 - nature of work (3) 127.6667 690.788 .451 .919
Q28 - pay (4) 129.4167 669.356 .706 .916
Q29 - fringe benefits (4) 129.5000 673.364 .635 .916
Q30 - immediate supervisor (4) 127.8333 678.697 .623 .917
Q31 - operating conditions (4) 129.3333 670.606 .571 .917
Q32 - contingent rewards (4) 128.9167 659.720 .788 .914
Q33 - promotion (4) 129.5833 654.083 .736 .915
Q34 - co-workers (4) 129.0000 694.909 .275 .921
Q35 - nature of work (4) 127.5000 688.091 .456 .918
Q36 - communication (4) 127.7500 692.386 .449 .919
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Pilot study no.1 -  February 2007: Voluntary turnover intention (intention to stay)
Reliability Statistics
Cronbach's
Alpha N of Items
.852 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q37 - stay / quit (1) 8.5000 7.545 .947 .690
Q38 - stay / quit (2) 8.1667 9.606 .591 .854
Q39 - stay / quit (3) 9.0000 8.000 .723 .804
Q40 - stay / quit (4) 10.0833 11.538 .582 .861
Pilot study no.1 -  February 2007: Public service ethos
Reliability Statistics
Cronbach's
Alpha N of Items
.421 5
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 15.8333 4.515 .420 .215
Q42 - public service (2) 15.2500 6.750 -.034 .479
Q43 - public service (3) 16.2500 4.568 .400 .230
Q44 - public service (4) 14.9167 6.083 .363 .359
Q45 - public service (5) 16.7500 3.477 .153 .546
4 1 2
Pilot study no.2 -  March 2007: Satisfaction with pay
P i l o t  s t u d y  n o . 2  -  M a r c h  2 0 0 7
Reliability Statistics
Cronbach's
Alpha N of Items
.633 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 8.7692 8.859 .625 .402
Q10 - pay (2) 9.5385 13.436 .031 .827
Q19 - pay (3) 8.9231 9.744 .507 .495
Q28 - pay (4) 9.4615 9.269 .630 .411
Pilot study no.2 -  March 2007: Satisfaction with promotion prospects
Reliability Statistics
Cronbach's
Alpha N of Items
.495 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q2 - promotion (1) 6.8462 9.974 .000 .640
Q11 - promotion (2) 6.3846 4.923 .810 -.160(a)
Q20 - promotion (3) 7.0769 9.744 .112 .547
Q33 - promotion (4) 6.2308 5.526 .376 .334
a The value is negative due to a negative average covariance among items. This violates reliability 
model assumptions. You may want to check item codings.
4 1 3
Pilot study no.2 -  March 2007: Satisfaction with supervision
Reliability Statistics
Cronbach's
Alpha N of items
.900 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q3 - immediate 
supervisor (1) 12.0000 25.636 .807 .864
Q12 - immediate 
supervisor (2) 12.0833 23.720 .780 .870
Q21 - immediate 
supervisor (3) 13.0833 23.538 .793 .865
Q30 - immediate 
supervisor (4) 12.3333 23.697 .742 .885
Pilot study no.2 -  March 2007: Satisfaction with fringe benefits
Reliability Statistics
Cronbach’s
Alpha N of Items
.708 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q4 - fringe benefits (1) 8.5385 10.603 .591 .586
Q13 - fringe benefits (2) 8.0000 8.333 .717 .480
Q22 - fringe benefits (3) 8.1538 9.808 .866 .437
Q29 - fringe benefits (4) 9.0000 16.167 .000 .897
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Pilot study no.2 -  March 2007: Satisfaction with contingent rewards
Reliability Statistics
Cronbach's
Alpha N of Items
.794 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q5 - contingent 
rewards (1) 9.0000 11.000 .679 .706
Q14 - contingent 
rewards (2) 8.5385 11.269 .728 .676
Q23 - contingent 
rewards (3) 9.5385 13.936 .527 .780
Q32 - contingent 
rewards (4) 9.8462 15.641 .522 .786
Pilot study no.2 -  March 2007: Satisfaction with operating conditions
Reliability Statistics
Cronbach's
Alpha N of Items
.592 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q6 - operating 
conditions (1) 9.4615 10.436 .476 .440
Q15 - operating 
conditions (2) 9.8462 14.474 .119 .675
Q24 - operating 
conditions (3) 9.5385 9.603 .553 .370
Q31 - operating 
conditions (4) 9.6923 9.731 .376 .526
4 1 5
Pilot study no.2 -  March 2007: Satisfaction with co-workers
Reliability Statistics
Cronbach's
Alpha N of Items
.777 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q7 - co-workers (1) 11.6154 18.256 .315 .831
Q16 - co-workers (2) 11.9231 12.244 .632 .696
Q25 - co-workers (3) 12.0769 11.077 .814 .583
Q34 - co-workers (4) 13.5385 13.436 .594 .716
Pilot study no.2 -  March 2007: Satisfaction with nature of work
Reliability Statistics
Cronbach's
Alpha N of Items
.879 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q8 - nature of work (1) 13.0000 15.833 .689 .870
Q17 - nature of work (2) 12.5385 13.603 .895 .778
Q27 - nature of work (3) 12.2308 20.692 .592 .899
Q35 - nature of work (4) 13.2308 16.192 .835 .809
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Pilot study no.2 -  March 2007: Satisfaction with communication
Reliability Statistics
Cronbach's
Alpha N of items
.752 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q9 - communication (1) 10.3077 15.064 .667 .624
Q18 - communication (2) 10.4615 15.603 .446 .772
Q26 - communication (3) 10.4615 16.436 .656 .641
Q36 - communication (4) 9.3846 18.923 .474 .733
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Pilot study no.2 -  March 2007: Total job satisfaction
Reliability Statistics
Cronbach's
Alpha N of Items
.936 36
Item-Total Statistics
Scale Mean 
if Item 
Deleted
Scale 
Variance if 
item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 114.1667 871.424 .643 .933
Q2 - promotion (1) 115.8333 933.424 -.054 .938
Q3 - immediate supervisor (1) 113.1667 866.152 .651 .933
Q4 - fringe benefits (1) 115.0000 890.727 .425 .935
Q5 - contingent rewards (1) 114.5000 865.182 .630 .933
Q6 - operating conditions (1) 114.4167 890.083 .437 .935
Q7 - co-workers (1) 112.9167 925.174 .058 .938
Q8 - nature of work (1) 113.5833 846.447 .785 .931
Q9 - communication (1) 114.6667 852.424 .816 .931
Q10 - pay (2) 115.2500 911.841 .220 .937
Q11 - promotion (2) 115.2500 873.295 .684 .933
Q12 - immediate supervisor (2) 113.2500 851.114 .695 .932
Q13 - fringe benefits (2) 114.2500 862.568 .691 .932
Q14 - contingent rewards (2) 114.0833 851.902 .874 .931
Q15 - operating conditions (2) 114.8333 925.424 .057 .938
Q16 - co-workers (2) 113.3333 890.242 .367 .936
Q17 - nature of work (2) 113.3333 853.697 .714 .932
Q18 - communication (2) 114.8333 896.152 .266 .937
Q19 - pay (3) 114.3333 867.515 .694 .932
Q20 - promotion (3) 115.9167 901.902 .441 .935
Q21 - immediate supervisor (3) 114.2500 847.659 .728 .932
Q22 - fringe benefits (3) 114.5833 872.447 .733 .932
Q23 - contingent rewards (3) 115.0000 895.091 .394 .935
Q24 - operating conditions (3) 114.5000 881.727 .517 .934
Q25 - co-workers (3) 113.5000 867.182 .632 .933
Q26 - communication (3) 114.8333 901.788 .341 .936
Q27 - nature of work (3) 113.0000 903.636 .375 .935
Q28 - pay (4) 114.9167 868.083 .726 .932
Q29 - fringe benefits (4) 115.5000 918.455 .117 .938
Q30 - immediate supervisor (4) 113.5000 847.182 .706 .932
Q31 - operating conditions (4) 114.7500 863.114 .660 .933
Q32 - contingent rewards (4) 115.3333 885.879 .688 .933
Q33 - promotion (4) 115.0000 894.545 .313 .936
Q34 - co-workers (4) 115.0833 887.356 .536 .934
Q35 - nature of work (4) 114.0000 874.000 .618 .933
Q36 - communication (4) 113.6667 902.061 .317 .936
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Pilot study no.2 -  March 2007: Voluntary turnover intention (intention to stay)
Reliability Statistics
Cronbach's
Alpha N of Items
.917 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q37 - stay /quit (1) 6.4615 10.269 .913 .854
Q38 - stay / quit (2) 6.3077 10.231 .915 .853
Q39 - stay / quit (3) 6.5385 12.103 .707 .928
Q40 - stay / quit (4) 7.2308 14.359 .788 .916
Pilot study no.2 -  March 2007: Public service ethos
Reliability Statistics
Cronbach's
Alpha N of Items
.250 5
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 15.0000 4.833 .137 .195
Q42 - public service (2) 15.0769 2.744 .521 -.374(a)
Q43 - public service (3) 15.8462 2.808 .385 -.201(a)
Q44 - public service (4) 14.3846 6.090 -.111 .309
Q45 - public service (5) 16.6154 6.423 -.281 .559
a The value is negative due to a negative average covariance among items. This violates reliability 
model assumptions. You may want to check item codings.
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Pilot study no.3 -  March 2007: Satisfaction with pay
P i l o t  s t u d y  n o . 3  -  M a r c h  2 0 0 7
Reliability Statistics
Cronbach's
Alpha N of Items
.819 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 9.4286 16.557 .733 .729
Q10 - pay (2) 10.6667 19.033 .458 .856
Q19 - pay (3) 9.7143 16.514 .650 .769
Q28 - pay (4) 10.1905 17.162 .755 .725
Pilot study no.3 -  March 2007: Satisfaction with promotion prospects
Reliability Statistics
Cronbach's
Alpha N of Items
.747 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q2 - promotion (1) 9.8571 11.029 .558 .690
Q11 - promotion (2) 10.0952 12.890 .517 .703
Q20 - promotion (3) 10.4286 15.057 .583 .688
Q33 - promotion (4) 10.0476 13.148 .569 .674
4 2 0
Pilot study no.3 -  March 2007: Satisfaction with supervision
Reliability Statistics
Cronbach's
Alpha N of Items
.830 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q3 - immediate 
supervisor (1) 11.8571 16.629 .455 .870
Q12 - immediate 
supervisor (2) 11.8571 11.529 .879 .670
Q21 - immediate 
supervisor (3) 12.5238 13.062 .673 .783
Q30 - immediate 
supervisor (4) 11.7619 16.790 .718 .784
Pilot study no.3 -  March 2007: Satisfaction with fringe benefits
Reliability Statistics
Cronbach's
Alpha N of Items
.798 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q4 - fringe benefits (1) 10.0500 16.366 .427 .836
Q13 - fringe benefits (2) 9.7500 12.408 .766 .660
Q22 - fringe benefits (3) 10.3000 13.484 .750 .674
Q29 - fringe benefits (4) 11.1500 16.871 .532 .783
4 2 1
Pilot study no.3 -  March 2007: Satisfaction with contingent rewards
R e l i a b i l i t y  S t a t i s t i c s
Cronbach's
Alpha N of Items
.797 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q5 - contingent 
rewards (1) 11.1429 12.429 .757 .667
Q14 - contingent 
rewards (2) 10.6190 15.048 .629 .741
Q23 - contingent 
rewards (3) 10.7619 16.290 .423 .830
Q32 - contingent 
rewards (4) 11.4762 12.762 .654 .724
Pilot study no.3 -  March 2007: Satisfaction with operating conditions
Reliability Statistics
Cronbach's
Alpha N of Items
.407 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if item 
Deleted
Q6 - operating 
conditions (1) 10.1429 8.929 .076 .506
Q15 - operating 
conditions (2) 10.2857 7.514 .355 .200
Q24 - operating 
conditions (3) 10.8571 9.629 .089 .465
Q31 - operating 
conditions (4) 10.8571 6.929 .431 .105
4 2 2
Pilot study no.3 -  March 2007: Satisfaction with co-workers
R e l i a b i l i t y  S t a t i s t i c s
Cronbach's
Alpha N of Items
.330 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q7 - co-workers (1) 11.2381 9.090 .501 .075
Q16 - co-workers (2) 12.1429 9.429 .031 .442
Q25 - co-workers (3) 11.6190 8.048 .280 .145
Q34 - co-workers (4) 12.2857 7.814 .084 .418
Pilot study no.3 -  March 2007: Satisfaction with nature of work
Reliability Statistics
Cronbach's
Alpha N of Items
! .810 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q8 - nature of work (1) 14.9545 6.617 .533 .820
Q17 - nature of work (2) 14.6364 7.195 .676 .743
Q27 - nature of work (3) 14.6818 8.037 .604 .781
Q35 - nature of work (4) 15.1818 5.870 .759 .691
4 2 3
Pilot study no.3 -  March 2007: Satisfaction with communication
Reliability Statistics
Cronbach's
Alpha N of Items
.485 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach’s 
Alpha if Item 
Deleted
Q9 - communication (1) 10.6667 10.833 .116 .560
Q18 - communication (2) 9.4762 9.462 .225 .470
Q26 - communication (3) 10.1905 9.562 .352 .356
Q36 - communication (4) 9.6667 7.933 .473 .216
4 2 4
Pilot study no.3 -  March 2007: Total job satisfaction
Reliability Statistics
Cronbach's
Alpha N of Items
.898 36
Item-Total Statistics
Scale Mean 
if Item 
Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 130.7500 632.829 .127 .901
Q2 - promotion (1) 130.9000 591.884 .544 .893
Q3 - immediate supervisor (1) 130.4000 604.358 .518 .894
Q4 - fringe benefits (1) 130.8500 589.397 .680 .891
Q5 - contingent rewards (1) 131.0000 605.579 .465 .895
Q6 - operating conditions (1) 130.6000 600.147 .535 .894
Q7 - co-workers (1) 130.0000 638.316 .148 .899
Q8 - nature of work (1) 129.7000 636.221 .124 .900
Q9 - communication (1) 132.0000 605.263 .530 .894
Q10- pay (2) 131.8000 629.326 .153 .901
Q11 - promotion (2) 131.2000 591.432 .651 .892
Q12 - immediate supervisor (2) 130.3500 589.082 .650 .892
Q13 - fringe benefits (2) 130.5500 583.418 .716 .890
Q14 - contingent rewards (2) 130.5500 594.155 .740 .891
Q15 - operating conditions (2) 130.8500 630.661 .183 .899
Q16 - co-workers (2) 130.8500 620.766 .269 .898
Q17 - nature of work (2) 129.3500 623.608 .421 .896
Q18 - communication (2) 130.6000 624.358 .234 .899
Q19- pay (3) 130.9500 599.418 .483 .895
Q20 - promotion (3) 131.4500 607.524 .670 .893
Q21 - immediate supervisor (3) 131.0500 594.155 .564 .893
Q22 - fringe benefits (3) 131.1000 603.147 .520 .894
Q23 - contingent rewards (3) 130.5500 611.103 .453 .895
Q24 - operating conditions (3) 131.2500 651.776 -.116 .903
Q25 - co-workers (3) 130.4500 646.892 -.045 .903
Q26 - communication (3) 131.3500 610.345 .499 .895
Q27 - nature of work (3) 129.5000 625.105 .483 .896
Q28 - pay (4) 131.4500 605.629 .493 .895
Q29 - fringe benefits (4) 131.9500 632.366 .169 .899
Q30 - immediate supervisor (4) 130.3500 615.082 .537 .895
Q31 - operating conditions (4) 131.2500 633.776 .145 .900
Q32 - contingent rewards (4) 131.3000 597.589 .540 .894
Q33 - promotion (4) 131.1500 597.713 .624 .892
Q34 - co-workers (4) 131.0500 601.208 .416 .896
Q35 - nature of work (4) 130.0000 614.000 .514 .895
Q36 - communication (4) . 130.8000 599.116 .597 .893
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Pilot study no.3 -  March 2007: Voluntary turnover intention (intention to stay)
Reliability Statistics
Cronbach's
Alpha N of Items
.878 4
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q37 - stay / quit (1) 7.1905 12.962 .831 .806
Q38 - stay / quit (2) 6.9524 12.248 .841 .800
Q39 - stay / quit (3) 7.1429 12.029 .813 .813
Q40 - stay / quit (4) 8.1429 17.229 .490 .925
Pilot study no.3 -  March 2007: Public service ethos
Reliability Statistics
Cronbach's
Alpha N of Items
.638 5
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 15.2632 4.871 .435 .567
Q42 - public service (2) 14.8421 5.696 .393 .605
Q43 - public service (3) 16.5263 4.374 .452 .553
Q44 - public service (4) 14.7368 5.982 .323 .628
Q45 - public service (5) 16.7368 2.871 .540 .535
4 2 6
Appendix 10: Q -sort exercises carried out O ctober to Decem ber 2007.
4 2 7
Three Q-sort exercises were carried out between 19 October and 3 December 2007, 
with a total of 28 public sector workers, from the NHS, University of Surrey School of 
Management and the Vale of White Horse District Council.
They participants were asked to make links between 38 single-sentence statements 
about attitudes, and two longer “definitions” statements which attempt to encapsulate 
the essence of what it means to be a public servant. These were labelled “A” and 
“B”. There was also a third category labelled, simply “C. Neither”.
The definitions were as follows:
A. “Public sector ethos is about the individual contributing to the public good through 
subordinating personal and organisational interests to the pursuit of the welfare of 
society under guidance from principles and with the obligation of accountability”
B. “The public good is best served by commercial interests that bring both efficiency 
and tax revenue to bear upon the problems of the public sector.”
C. “Neither”
The following statements were felt by the respondents to be linked to definition “A” 
above (the percentage of participants who made these links is shown in brackets 
after each of the statements):
® A unified society needs recognition of the common good (86%)
• Equitable treatment of citizens is the mark of a civilised society (86%)
• People underestimate the value of public service (79%)
• The needs of society are as important as those of the individual (71%)
• Governments need to intervene to ensure social justice (68%)
• To look after the needs of society properly requires the full weight of resources of 
the state (64%)
® You only value public service when it is taken away (61%)
• You can not put a monetary value on some things (61%)
® People are right to expect higher standards of public servants (61%)
® Working for profit is not in itself satisfying (57%)
• Every society needs charity (54%)
The following statements were felt by the respondents to be linked to definition “B" 
above (again, the percentage of participants who made these links is shown in 
brackets after each of the statements):
® Commercial values do more for society than good intentions (64%)
® If it is not profitable it is not worth doing it (61%)
• Anything that is not supported by market forces is not worth spending money on 
(57%)
• Commercial values are intrinsically satisfying (54%)
• We need a smaller public sector (54%)
• Rolling back the state sector is the best way to stimulate the economy (50%)
• Efficiency and effectiveness are best provided by the private sector (50%)
The remaining 20 statements were either rejected by the participants or received 
mixed responses, and they have consequently been removed from this analysis 
altogether. They are listed below for completeness:
Appendix 10: Q -sort exercises carried out O ctober to Decem ber 2007.
4 2 8
• Public service simply means bureaucracy
• What the public wants is for services to work and they don’t care about who 
provides them
• You can not get satisfaction from simply following rules
• Equality always leads to bureaucracy
• Political correctness is not in the public interest
• You do not have to empathise with people to help them
• Having a higher purpose makes the daily routine tolerable
• Ultimately working for money give you little satisfaction
• I do enough for society by paying tax
• The market does not resolve all problems
• The market tells us what society needs
• The market tells us what society wants not what it needs
• What is good for the individual is good for society
• You don’t need gratitude to feel rewarded
• We need more nationalised industries
• The state is the best arbiter of what is “right”
• The interest of the market is the best arbiter of what is “right"
• You can put a monetary value on everything
• There is no such thing as society -  only “me” and “mine”
• Working for a cost-effective organisation is more satisfying than working for an 
organisation that cares deeply about its clients’ well-being.
B.W. Good 
4 December 2007
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A p p e n d i x  1 1 :  Q u e s t i o n n a i r e  ( f i n a l  v e r s i o n )  -  J a n u a r y  2 0 0 8
4 3 0
A p p e n d i x  1 1 :  Q u e s t i o n n a i r e  ( f i n a l  v e r s i o n )  -  J a n u a r y  2 0 0 8
Employment Study 2008
Section A. How you feel about different aspects of your job
In this section, please circle the one number for each of the 36 questions or statements that comes closest to 
reflecting your opinion about it:
1= disagree very much 
2=disagree moderately 
3= disagree slightly 
4= agree slightly 
5=agree moderately 
6= agree very much
Disagree
<r -----
Agree
1 I feel l am being paid a fair amount for the work I do 1 2 3 4 5 6
2 There is really too little chance for promotion on my job 1 2 3 4 5 6
3 My immediate line manager is quite competent in doing his/her job 1 2 3 4 5 6
4 I am not satisfied with the fringe benefits I receive 1 2 3 4 5 6
5 When I do a good job I receive the recognition for it that I should receive 1 2 3 4 5 6
6 Many of our rules and procedures make doing a good job difficult 1 2 3 4 5 6
7 I like the people I work with 1 2 3 4 5 6
8 I sometimes feel my job is meaningless 1 2 3 4 5 6
9 Communications seem good within this organization 1 2 3 4 5 6
10 Pay increases are too few and far between 1 2 3 4 5 6
11 Those who do well on the job stand a fair chance of being promoted 1 2 3 4 5 6
12 My immediate line manager is unfair to me 1 2 3 4 5 6
13 The fringe benefits we get are as good as most other organizations offer 1 2 3 4 5 6
14 I do not feel that the work I do is appreciated 1 2 3 4 5 6
15 My efforts to do a good job are seldom blocked by red tape 1 2 3 4 5 6
16 I have to work harder at my job due to the incompetence of colleagues 1 2 3 4 5 6
17 I like doing the things I do at work 1 2 3 4 5 6
18 The goals of this organization are not clear to me 1 2 3 4 5 6
19 I feel unappreciated by the organization when I think about what I am paid 1 2 3 4 5 6
20 People get ahead as fast here as they do in other places 1 2 3 4 5 6
21 My line manager shows too little interest in the feelings of subordinates 1 2 3 4 5 6
22 The fringe benefits package we have is fair and reasonable 1 2 3 4 5 6
23 There are few rewards for those who work here 1 2 3 4 5 6
24 I have too much to do at work 1 2 3 4 5 6
25 I like being with my colleagues 1 2 3 4 5 6
26 I often feel that I do not know what is going on with the organization 1 2 3 4 5 6
27 I feel a sense of pride in doing my job 1 2 3 4 5 6
28 I feel satisfied with my chances for salary increases 1 2 3 4 5 6
29 There are fringe benefits we do not have which we should have 1 2 3 4 5 6
30 I like my line manager 1 2 3 4 5 6
31 I have too much paperwork 1 2 3 4 5 6
32 I don’t feel my efforts are rewarded the way they should be 1 2 3 4 5 6
33 I am satisfied with my chances for promotion 1 2 3 4 5 6
34 There is too much bickering and fighting at work 1 2 3 4 5 6
35 My job is enjoyable 1 2 3 4 5 .6
36 Work assignments are not fully explained 1 2 3 4 5 6
Continued overleaf
4 3 1
Section B. Whether you intend to stay or leave
In this section, please circle the one number for each of the 4 questions or statements that comes closest to 
reflecting your opinion about it:
1= strongly disagree 
2=disagree
3= neither agree nor disagree 
4= agree 
5= strongly agree
Disagree 
<- -----------
Agree 
-  +
37 I would like to leave my present employer t 2 3 4 5
38 I plan to leave my present employer as soon as possible 1 2 3 4 5
39 I plan to stay with my present employer as long as possible 1 2 3 4 5
40 Under no circumstances will I leave my present employer 1 2 3 4 5
Section C. How you feel about the Public Sector
In this section, please circle the one number for each of the 5 questions or statements that comes closest to 
reflecting your opinion about it, bearing in mind the job that you have:
1= strongly disagree 
2=disagree
3= neither agree nor disagree 
4= agree 
5= strongly agree
Disagree Agree 
<- -------------  ■+
41 A unified society needs recognition of the common good. 1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5
42 Equitable treatment of citizens is the mark of a civilised society.
43 People underestimate the value of public service.
44 The needs of society are as important as those of the individual.
45 Governments need to intervene to ensure social justice.
Section D. Personal details.
Please circle the one answer or category for each question or statement that best describes you or your status
46 Age 18-29 30-39 40-49 50+
47 Gender Male Female
48 Are you the main income earner in your household? Yes No
49 Type of employment Temporary Fixed-term Permanent Permanent
full-time part-time
50 Grading band 1-3 4-6 7-10 11-14 15 + Rather not say
51 Length of time with current employer <1 year 1 to 4 years 5 to 9 years 10+ years
52 Length of time in public service <1 year 1 to 4 years 5 to 9 years 10+ years
53 Have you ever worked in the private sector? Yes No
Continued on separate sheet
4 3 2
Section E. Contact details (not essential, but highly desirable)
Would you be willing to participate in a brief follow-up interview at a later stage of the study? 
a Yes 
a No
If you ticked the “No” box, thank you very much for your valuable input into this study. Please return the completed 
questionnaire to me for analysis using the plain brown envelope provided.
If you ticked the “Yes” box, Please go on to add your contact details in the space below.
54 Name
55 Contact address (it is anticipated that for most people this will be your work address)
56 Telephone / extension no.
57 e-mail address
The end.
Thank you very much for your valuable input into this study. If you answered questions 54 to 57 there is 
no guarantee that you will be approached with further questions, but it is anticipated that this latter 
phase of the study will provide a rich source of qualitative data to add to the quantitative data gathered 
from the questionnaire-based research.
Please do not forget to return the completed questionnaire for analysis using the plain brown envelope 
provided, if possible by Friday 8 February 2008.
(This page may be detached from the rest of the questionnaire and submitted separately if you would 
prefer to have your name detached from the answers that you gave to questions 1-53 inclusive in order 
to preserve your anonymity.)
Brian Good
School of Management 
28 January 2008
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A p p e n d i x  1 2 :  i n t e r v i e w  t r a n s c r i p t s
h j c - t r a n s c r i p t i o n s . c o .u k 4 3 4
A p p e n d i x  1 2 :  i n t e r v i e w  t r a n s c r i p t s
This appendix contains the verbatim transcripts of four semi-structured interviews carried 
out in the offices of VWHDC on 22 October 2008.
Four volunteer subjects, representing a cross-section of the staff, participated in a series of 
one-to-one semi-structured interviews each of which lasted between 33 and 43 minutes.
The participating subjects talked frankly and openly about a range of issues related to their 
jobs and how they felt about them.
In the interests of anonymity, the subjects are referred to by the simple code names of “A”, 
“B", “C” and “D”.
The interviews were initially recorded digitally, and immediately afterwards typed 
transcripts were produced and sent to each of the four subjects to give them an 
opportunity to review what they had said and to withdraw or amend any statements about 
which they might have felt uncomfortable.
One subject -  subject “C” took up this option, although his amendments did not have any 
material impact on the subsequent analysis.
Each of the transcripts is between 12 and 17 pages long.
They are set out in this appendix as follows:
Interview A -  pages 436 to 448 inclusive 
Interview B -  pages 449 to 464 inclusive 
Interview C -  pages 465 to 477 inclusive 
Interview D -  pages 478 to 494 inclusive
h j c ~ t r a n s c r i p t i o n s .c o .u k 4 3 5
TRANSCRIPTION
Text in bold indicates interviewer speaking 
[ ] -  indecipherable
In te r v ie w  'A '
 w e 'l l  e d i t  o u t  th e  u n w a n te d  e x t ra  e f fe c ts  -
- OK -
- s o  y o u  O K  to  u m , to  s ta r t  th e n  A n n  -
- yes just go for it -
- r ig h t .  N o w  th e re  a re  f o u r  a re a s  I w a n t  to  c o v e r ,  u m , b u t  w e  w i l l  h a v e  y o u r  
in d iv id u a l  in fo r m a t io n  th a t  w e 'l l  fe e d  in  la te r  b u t  I w a n te d  to  ta lk  to  y o u  a b o u t  w h a t  i t  
m e a n s  to  y o u  to  w o r k  in  a  p la c e  l ik e  th is ,  y o u  k n o w , b e in g  a p u b l ic  s e rv a n t ,  h o w  y o u  
fe e l a b o u t  y o u r  jo b  a n d  th e  o r g a n is a t io n  y o u  w o r k  fo r .  H o w  y o u  fe e l a b o u t  s o c ie ty  
in  g e n e ra l a n d  h o w  y o u  fe e l a b o u t  th e  p r iv a te  s e c to r  v e r s u s  th e  p u b l ic  s e c to r  
v e r s u s ,  a r g u a b ly  th e  c h a r ita b le  s e c to r  w a y s  o f  w o r k in g  a n d  w h e th e r  th e re 's  a n y  
d i f fe re n c e ,  y o u  k n o w , w h y  y o u 'v e  e n d e d  u p  w o r k in g  h e re  a n d  w h y -  a n d  h o w  y o u  fe e l 
a b o u t  w o r k in g  h e re , s o  . . . .  h o w  lo n g  h a v e  y o u  b e e n  h e re  n o w ?
I've only been here for seven years -
- only  s e v e n  y e a rs ?  W h e re  w e re  y o u  b e fo re  th a t?
I was at university and before that 1 was Fire Service.
F ire  S e rv ic e ,  a n o th e r  p u b l ic  s e c to r  o n e  -
- another public sector, yes -
- y e s , a n y  p r iv a te  s e c to r  w o r k ?
Yes, did a piece of private sector work when I came our of university -
- h o w  lo n g  w a s  th a t  fo r ?
It was for- it was a six months temporary contract and I was offered a permanent contract 
but declined it.
M m m -h m m . S o  w h a t  m a d e  y o u  c o m e  a n d  w o r k  in  th e  p u b l ic  s e c to r ?
Because the public sector had a- a fair ethos, we- we're way behind, you know we're old- 
fashioned and we need to change to do things in a better way and indeed we have had, 
we've significantly changed over the years I've been in there, but we have a fairness thing, 
so if we enter into a contract whether that's a verbal contract, contract with a member of 
the public, a contract because the Government says you've [...] anything we enter into we 
enter into it fairly so we consider what it is and we deliver it. Um, and- but it- in the private 
sector, this was- CBI found in working with people in the private sector and as well as
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working in a job in the private sector has a different ethos, their ethos is about profit, it is 
not about necessarily delivering what your contracted to deliver, so it- it's you know, in fact 
once they'd gone into a contract they tended to forget about it, it's not the contract now, it's 
actually just getting this thing delivered and moving on, you know, and getting the profit 
that comes from that and moving on, it's a different.... there's nothing wrong that, I'm not 
saying there's anything wrong with that because business has to make money, that's why 
you run a business, it has to make a profit and you know, how it makes the profit is .. it 
depends on how they cut the edges in order to win the contract but I don't like that.
R ig h t ,  n o w  th a t 's  in te re s t in g ,  w h e n  y o u  s ta r te d  . . .  to  ta lk  fa ir n e s s ,  I w o n d e re d  i f  y o u  
w e re  g o in g  to  ta lk  a b o u t  h o w  th e y  t r e a t  t h e i r  s ta f f .
I didn't find any problem with how they treated me as a member of staff, urn, and in fact I 
think you know, you were valued in the private sector as a member of staff because they 
need good staff so if you're- if you're good at your job they will treat you very well because 
they need you in order to deliver and make profits. So their good-1 didn't find them bad to 
their staff .... they were very good to me .. you know, and if you, if you indicated that 
perhaps you weren't totally happy in the job, you could get a pay rise [....] they would treat 
their staff well and the conditions were good. So there was nothing-.. I think they treated 
their staff ... if however you're not good at your job, then I think they're probably pretty 
ruthless, I've not had personal experience of that but I do know people who have and they- 
they can be ruthless because their business depends on good people which therefore 
they're going to treat their people well that they want to retain and get rid of those that they 
don't [ . . . ] -
- y e s ,  y e s  -
- and that- to a degree- one of the problems that we suffer from in the public sector which 
we are moving a little bit away from, is that, you know, there was this ethos that as long as 
you came in relatively frequently to do your job, you know, you'd have a job for life, it really 
didn't matter whether you were particularly good at it or gave more than that little bit, you 
know, extra but we are changing now -
- s o - s o  -
- that's the other- the other side of the spectrum.
Y e s , s o  th e  id e a  th a t  n o b o d y  e v e r  g o t  s a c k e d  f r o m  a  p u b l ic  s e c to r  jo b  -
- well that I think, was the mindset wasn't it -  
- y e s -
- years ago -
- y e s , y e s  -
- and we have moved on from that but it's all very structured, you know, in the private 
sector [...] ’right, what's it going to cost us to get rid of you?' or 'if you're not up to the job, 
we're going to tell you and [...] the door' there's no finesse about it, you know, this is how it 
works.
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Y e s -
- 1 don't think there is any rancour about it either, it's just a business deal, you know, 'I 
don't need you', you know, 'so go' but in the private- in the public sector, it's a lot more 
organised and before you could actually get people out the door you might have to -
- y e s , w h a t  a b o u t  th is  g re a t  m y th o lo g y  a b o u t  th e  p u b l ic  s e c to r  p e n s io n s ,  y o u  s t ic k  
a r o u n d  b e c a u s e  th e re 's  a  g o o d  p e n s io n  f o r  th e  r e s t  o f  y o u r  l i fe  o n c e  y o u  re a c h  60  o r  
6 5  o r  w h a te v e r  th e  g o in g  t im e  is , d o e s  th a t  f ig u r e  in  th e  re c k o n in g  a t  a ll f o r  y o u ?
I think it does. I think it does, yes 1 think, because you don't get paid as well in the public 
sector as you do in the private sector but you do get this- this final salary pension scheme 
and I think most people do- yes, they do like the idea of a final salary pension scheme, 
perhaps not when you're 20 you're not thinking about it the same, once you start getting to 
the 30-35 and if you're married then you start thinking about, you know, I must have a 
pension scheme at the end of it.
Y e s , s o -  s o  h o w  lo n g  h a v e  y o u  w o r k in g  in  th e  p u b l ic  s e c to r  a l to g e th e r  n o w ?
- um ... fourty years.
W o w , th a t 's  a - th a t 's  a g o o d  re c o rd  .. h a s  i t  c h a n g e d ?
That's what annoys me about the general concept which is that the public sector hasn't 
changed, you know, and the Government is still sort of, putting out this .... you know public 
sector hasn't changed, that's complete and utter rubbish, it is, it's total tosh, you know, [...] 
then it was [...] about 16 when I joined the Fire Service ... first job, you know, it was, well 
we didn't quite have horses and you know, pulling along the old thingies, but it was very, 
very antiquated, you look at it now and you think 'wow this is really ...' you were still in a 
station where they did used to have horses -
- r e a l ly  -
- you know where the horses drew the fire engines and the kit that we used and everything 
and, um, telephones were still the wind-up- you know, I mean it was very, very antiquated 
and- and every year that was in there we just evolved and evolved, it- it's always changing 
so this idea that, you know, that it's .... it's just rubbish and public sector workers are 
undervalued, you know, I don't mean undervalued by their pay because you come into the 
organisation, you know it's not going to be good pay, but out there, especially now [...j 
press, you know, 'Fat cat Chief Executive gets £100,000 a year' and you think, in the 
private sector you get a lot more than that, you know, the Chief Executive is (...] -
- y e s , y e s  -
- and this concept they do nothing you know, that they just come in a swan around all day, 
they don't expect that there's a lot of people in the public sector working extremely long 
hours and giving a lot of their own time and they're dedicated to what they're doing. I 
found all that very insulting [...]
R ig h t ,  O K , a n d  y o u  fo u n d  i t  in s u l t in g  f o r  y o u  p e r s o n a l ly ?
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No, I don't find i t ... no I don't find i t ... a personal thing really because I- I've got a sort of 
job which I suppose gives me some sort of prestige so even if 1 say to a member of the 
public or people out there what my job is, then you know, to a degree you've got that 
element of prestige about it but if you were somebody who doesn't have that- you know, 
has a job that has a title or whatever, that doesn't give that prestige, then people's general 
idea is 'Oh they've got a cushy job', just go along to the [...] —
- r ig h t ,  le t  m e  a s k  y o u  o n e  o f  th e s e  h o r r ib le ,  J e re m y  P a x to n -s ty ie  q u e s t io n s ,  w h o  d o  
y o u  w o r k  f o r ?  W h o  d o  y o u  th in k  y o u  w o r k  f o r ?
That's a good question. I just... it's not a question I've ever thought about, who I work for, 
um, no if 1 was still in the Brigade it would have been undoubtedly for the public, that would 
have been my instant response, you know, everything we did was about how we could 
respond to emergencies so, you know, it was all about public and how you responded to 
[...]! think um, now that I'm in this sort of public sector I've never ever thought about who I 
work for in this- but I wouldn't-1 wouldn't think that it's my immediate superiors, I know that 
but I don't know who I think it would be but it's not my- it's not my superiors, it's not the 
Chief Exec and stuff, I wouldn't say I worked for the Chief Exec, no -
- r ig h t ,  O K , s o  i f  i t 's  n o t  th e  C h ie f  E x e c , is  i t  'th e  p e o p le  o f  th is  p a r t  o f  O x fo r d s h ir e '?
It would always be 'the Council' and- and 'the Council' would be 'the people who deliver 
services' so it- it’s like a bit [...] but it would be ... if somebody said to me 'who do you work 
for?’ I would say 'the Council' -
- y e s  -
- 'I work for the Council', if somebody says to me 'What does that mean?' then I would say 
'the people who deliver the services' so- but I wouldn't say I worked for the members of the 
public or whatever -
- o h  r ig h t ,  w o u ld  y o u  s a y -  a n d -  le t  m e  c h a lle n g e  y o u  o n  th a t ,  w o u ld  y o u  s a y , y o u 'r e  
a c tu a l ly ,  m a y b e  a s l ig h t  re m o v e , w o r k in g  f o r  th e  G o v e rn m e n t?  T h e  N a t io n a l 
G o v e rn m e n t?  I k n o w  i t 's  c a lle d  lo c a l G o v e rn m e n t  b u t  h o w  m u c h  o f  th is  s p r in g s  
fo r th  f r o m  th e  c e n t re ?
No, well they are, [...] centre undoubtedly but no I wouldn't say that either because my 
mindset is getting that balance between what the Government wants us to do and what- 
what I think or we think is right for the people out there but I haven't got-1 haven't got a 
rosy view if the people out there either. I'm one of those people who's- who's very 
fortunate because I come from a very diverse background so my Mother was Argentinean 
so I have slight ethnicity in me, I have two disabled brothers, one of who's severely 
disabled, so I- I've had experience of different things and I know that not all disabled 
people are good and deserving people, you know, they may be disabled but that doesn't 
mean that they're, you know, necessarily good or deserving and- and there are other 
people out there who are claiming benefit who are not good and deserving but there's a lot 
of people out there who need those benefits and who would love to not be claiming 
benefits so I haven't got a-1 haven't got a view of the public that's all rosy, you know I 
know that there's people out there milking the system that- that I resent but there's also a 
lot of people out there who do need our help and sometimes I think, because of the way 
the systems work, we tend to neglect the people that we should be supporting so those 
people who are- who are on that borderline of not needing benefit, not claiming benefit,
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but- but would really benefit from having some sort of support to you know, brighten their 
lives a little bit and make them feel that they're not having to balance you know, but we 
don't deal with any of that because we're too busy dealing with the people who actually 
need direct benefit. Now that's a bit of a shame [....].
Y e s , y e s , .. o n e  o f  th e  b ig  p ro b le m s  w ith  d e l iv e r in g  s e r v ic e s  to  a  p o p u la t io n  is  th a t  
i t 's  v e ry  d i f f i c u l t  to  g e t  fe e d b a c k  to  k n o w  w h e th e r  y o u 're  d o in g  a w o r th w h i le ,  
w h e th e r  y o u 'r e  a c tu a l ly  e a rn in g  y o u r  k e e p  i f  y o u  l ik e ,  h o w -  h o w  d o  y o u  s q u a re  th a t?
You can't. If I said to- because it always be the last in the hands of those people, if you 
went out with a questionnaire and you said to somebody, you know, 'What do you think of 
the Council?' and they've had no adverse communication with the Council in the last year, 
you'd probably get a good tick, you know? If they'd just had a run-in because their dustbin 
wasn't collected or the dustmen ran over their grass and they don't feel that they were 
treated particularly well when they complained, then you're going to get- they're going to 
mark everything down and it wouldn't matter- it's not just things about that, they would 
mark everything down, so it's very difficult to know whether you’re actually delivering OK 
and to do it from a statistical nature is very difficult -
- y e s  -
- in the- in the Brigade, whenever they did a- a County Council survey about services, the 
Brigade was [...] up there, you know, is up at 99% satisfaction, even from people who'd 
never used the Brigade but they liked the look of the lorries so, you know, it must be fine, 
but it's all- so it's about perceptions, not about whether or not you are actually delivering 
good services, it's a very difficult one to measure -
- y e s  -
- it's like the staff downstairs [...] if you dish out a satisfaction survey as they go out, 
perhaps somebody goes out the door, even if somebody has come in to make a complaint 
about something relatively serious that the Council has done, the fact that the person 
they've spoken to has been kind, understanding, has dealt with their enquiry efficiently, 
you know, and has sort of made sure that they're happy before they go out the door, they 
will mark that survey saying they're happy because it's been the way they've been treated 
when they came in so it's not- and in actual fact there's been studies done in other things, I 
was listening to- to the radio and they had- one of the big companies- his company ran 
things like HomeServe, you know you get these -
- m m - h m m  -
-[...] and he said they get the highest satisfaction rates from people who have complained 
because it's about how you handle the complaint, he said when they do a survey of all 
their customers including those they've never had a complaint from, you know, they get an 
OK satisfaction rate, when they just target those people who have complained and said 
'What do you think of our Company?' the rate is sky-high, 'I think your Company is brilliant!' 
they've had a complaint, you know, something's gone wrong but it was about the way they 
were treated.
S o  h a n g  o n , i f  w e  e x t r a p o la te  f r o m  th a t ,  y o u  k n o w , it ,  y o u  k n o w , w e ’v e  a lre a d y  ta lk e d  
a b o u t  r e o r g a n is in g  th e  L o c a l G o v e rn m e n t  s e r v ic e s ,  i f  w e  w e re  to  f in d  th a t  I c o m e  
b a c k  in  tw o  y e a rs ' t im e  a n d  h a l f  -  t h a t  y o u  a n d  h a l f  y o u r  c o l le a g u e s  h a v e  b e e n
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s a c k e d  to  s a v e  m o n e y , a n d  w e  s u rv e y e d  th e  lo c a l p o p u la t io n  [ . . . ]  'O h  y e s  C o u n c i l  
S e rv ic e s ,  th e y 'r e  f in e ,  th e y 'r e  g o o d ,  th e y 'r e  n o t  c o s t in g  a s  m u c h  a s  th e y  u s e d  to ,  b u t  
th e y 'r e  s t i l l  g o o d  - '
- they'll never go down! They might not go [...] -
- s o -  s o  y o u r -  s o  th e  fe e d b a c k  th a t  t h is -  t h is  lo g ic  g a p  o r  t h is -  th is  l in k  th a t 's  n o t  
th e re  s o m e h o w  b e tw e e n  'a re  y o u  d o in g  a g o o d  jo b ? '  a n d  'd o  p e o p le  p e rc e iv e  th a t  
y o u 'r e  d o in g  a  g o o d  jo b ? ' a n d  s o m e h o w  th e r e 's  y o u  s tu c k  in  th e  m id d le  o f  a l l  th a t  
th in k in g  'a m  I d o in g  a  g o o d  jo b ?  I d o n ' t  k n o w  b u t  I 'm  g e t t in g  a p e n s io n  a t  th e  e n d  o f  
i t ! '
I don't know how you determine whether or not you're doing a good job from- especially for 
us because we're not customer-facing so if you're not doing customer-facing it is very 
difficult to identify whether you are influencing the- the customer's perspective of how the 
Council is performing -
- y e s , y e s ,  y e s  -
- um, but from the jobs we do which is to try and bring change into the organisation, I think 
we do think about the customer because the Government is driving us to, as you know, 
with Ml 14 [...] unavoidable contact-
- m m -h m m , m m -h m m  -
- is driving us to say to people, 'We don't want you coming through the door, we know [...] 
but we don't want you coming through the door, we want you either ringing up or going- 
preferably going to the web because we- we have this Mi 14 to get, you know .... and 
there's this huge idea that you can push people towards the, you know, the telephone and 
the web -
- y e s  -
- but you can't and it's not just older people, there is something more satisfying about 
coming in, sitting in front of somebody and actually putting your complaint and thinking Tm 
not going 'til I get an answer' that gives people satisfaction, you know, so we try to look at 
it as well from the customer's perspective and then you can go back and say 'Right, how 
do we make them that satisfied with the web? Or the telephone? How can we do another- 
that level of efficiency on the web?' Because if you use the web, [...] I use BA every time I 
book a flight, if I'm going away I use the [...] dead easy, dead easy, got my ticket, my 
boarding pass is all printed out, [...] booked my seat, you know, I can [...] all of that sort of 
stuff, brilliant, I love it, because it works the first time, worked the first time I used it, and it 
works every time I use it now, OK? Other things, I go in, you go to the website, you think 
'Where is it?', you poke around, you think 'Well where's that then?' you finally find a form, 
you fill out the form, gets near to the end and it says 'I need X or Y' and you think 'I haven't 
got X or Y -  oh that's it then, tcchl' you know, you're out, you never go back to it again do 
you, you think, that's complete and utter rubbish, so now we have to think about the 
customers, say 'Right, how are we going to get this right the first time so that customers 
are encouraged', you know, anybody of any age can actually go in and do it simply -
- a re  n o w  th a t 's  in te re s t in g ,  s o  in  a d i f f e r e n t  l i fe ,  y o u  k n o w , i f  y o u  w e r e n 't  d o in g  th e  
jo b  y o u 'r e  d o in g  n o w , w o r k in g  f o r  t h is  w o n d e r fu l  o r g a n is a t io n ,  w o u ld  y o u  b e  h a p p y
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w o r k in g  f o r  s a y , B A , a n  o r g a n is a t io n  th a t 's  g o t  i t s  w e b s ite  s o r te d  o u t  a n d  a n ic e  
s l ic k  im a g e ?  Y o u  k n o w , w h a t  w o u ld  y o u  b e  d o in g  i f  y o u  w e r e n 't  d o in g  th is  l in e  o f  
w o r k ?
No 1 don't think so. No I'd be doing this line of work, not necessarily in delivery change, I 
suppose my job's always been about delivering change [....] about delivering new things, 
speak to the organisation so yes, I can't see me-1 don't want to be a seller-1 can't sell 
things because I have to believe in them and I couldn't say to you 'Oh these windows are 
absolutely terrific' if I thought someone else's windows were better than our windows and 
I'd be there personally making sure it was a good job just so you weren't [...,} there'd be no 
money to be [...] me so I couldn't-1 couldn't.. so I think I'd be doing- and I'd always, I think, 
now, because you- you move on don't you- if I was doing isometric tests for a job but didn't 
have authority I'd fail it, you know, my job would have to have some sort of influence 
associated with, otherwise I'd be- I'd get no job satisfaction.
S o  s o m e  s o r t  o f  m a n a g e r ia l,  in f lu e n c in g  ro le  in  th e  p u b l ic  s e c to r ,  a re  y o u  s a y in g ?
Not necessarily in the [...] and it doesn't necessarily have to be managerial, there's a 
difference between managerial and influencing and you can manage people and you could 
manage people within a remit so it say these people are meant to deliver wigits and we 
prefer them to deliver you know, 100 wigits each day, that's your target, I mean that's 
managing but I wouldn't be satisfied with that, it's got to be something that's got something 
innovative about it where you will, you know, you're looking at new things and delivering 
something new and having responsibility for delivering that [...] and they give me that here, 
I've been [...] because here they've actually given me that level of responsibility -
-  y e s ,  s o  a s s u m in g  th e y  d o n ' t  c h a n g e  e v e ry th in g  o u t  o f  a ll r e c o g n it io n ,  a re  y o u  
p la n n in g  to  s ta y  h e re  u n t i l  y o u  r e t ir e ?
Well I think they will change it, I think they will, at the moment I am planning to stay until I 
retire, but if next year, when the restructure's in and it looks like you know, that sort of 
innovative role changes, so for instance if it became more of 'this is the way it's going to be 
done so just do that and get it sorted' then no I'll move on but- but not with any rancour, I 
mean, just with a 'Well, OK, it's time to move on' -
- y e s , s o  w h e re  w o u ld  y o u  m o v e  o n  to ?
Well I'm very lucky because I have a really, really wide range of skills set, so i'm very, very 
lucky, so I can afford to look at things and see ... you know, 'well that looks quite good' or 
'that- oh that's- that one's skill set, that's a different skills set' so ... -
- y e s ,  w o u ld  i t  b e  lo c a l ly ,  w i th in ,  s a y ,  a f iv e  m ile  r a d iu s  o r  h e re , o r  w o u ld  y o u  g o  to  
L o n d o n  o r  -
- no I wouldn't want to go to London, I was offered a job in London and- and declined it, I 
couldn't face the journey every day, two hours there and two hours back just seemed too 
much for me so I wouldn't go to London, no, I wouldn't go to London. So I'd prefer it was 
local but that's not to say that it would have to be local, I would prefer it to be local 
because I like this, I can walk.
O h  y o u 'r e  a b le -  y o u  l iv e  w i th in  w a lk in g  d is ta n c e  d o  y o u ?
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...I'm only three miles away you see, which is brilliant -
- h e y  -
- absolutely brilliant, so for me this place has got everything, it's nice, it's neat, the staff are 
fantastic, so -
- a h  n o w , I w a n te d  to  a s k  y o u  a b o u t  th a t ,  g iv e n  a - g iv e n  a  s o r t  o f  a  c h o ic e  b e tw e e n  
fo u r  d i f f e r e n t  c h a r a c te r is t ic -  o r  h a l f  a d o z e n  d i f fe r e n t  c h a r a c te r is t ic s ,  w e 'v e  ta lk e d  
r o u g h ly  a b o u t  a l l o f  th e m  in  o v e rv ie w ,  is  th e  in t r in s ic  re w a rd s , th e  fe e l in g  g o o d  
a b o u t  th e  jo b  y o u  d o  a n d  th e  k in d  o f  w o r k  y o u  d o , th a t 's  p re t ty  h ig h  y o u 'd  s a y  -
-yes, ...-
- y e s , O K , th e  e x t r in s ic  s tu f f ,  th e  m o n e y  y o u  g e t  a n d  th e  p e n s io n ,  d o e s  th a t  m a k e  
y o u  fe e l g o o d  o r  d o e s n 't  t h a t  f ig u r e  to o  h ig h ?
Nowhere near as high as the intrinsic rewards. I mean, if I went out, if I decided next year 
that, you know, the job wasn't rewarding any more and I went out, I wouldn't be looking at 
the pay scale -
- y e s  -
- you know, I'm not- I'm not that fussed about the pay scale -
- s o  th e  m o n e y 's  n o t  s u c h  a  is s u e ,  i t 's  h a v in g  th e  r ig h t  jo b  th a t 's  m o re  f o r  y o u , y e s ?
Yes.
Y e s , O K  -
- relations with management, that's important.
Y e s , y o u 'v e  g o t -  y o u 'v e  g o t  s o m e  g o o d  m a n a g e rs  I 'm  re a d in g  b e tw e e n  th e  l in e s  o f  
w h a t  y o u  s a id ,  b e e n  s a y in g  to  m e  s o  fa r?
I have got good managers, I get well with my managers, they- they treat me in the pay and 
rations category, in other words you don't just wind her up and as long as you get her paid 
in every week and you know, that sort of thing, then she- she's fine, so they don't interfere 
but they support me if I- if I’m asking you know, well let's bounce something off.. you 
know, so I've think they've been fantastic right the way up to Chief Exec but we got a new 
Chief Exec now, I haven’t had anything to do with him yet but hopefully, you know, the 
relationship will still be there -
- s o -  s o  t h is  n e w  C h ie f  E x e c u t iv e  tu r n s  o u t  to  b e  a b s o lu te ly  h o r r ib le ,  b u t  e v e ry th in g  
e ls e  is  s t i l l  r ig h t ,  w o u ld  th a t  m a k e  y o u  w a n t  to  g o  -
- it would depend on how his horrible-ness influenced my job, you know, if his- if he 
adversely affected my job and the way my job is done then that would affect me despite 
the fact that everybody else [...] I've been through that and I didn't like it and I don't want to 
go through it again so -  relations with co-workers -
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- y e s , y e s ,  y e s  -  a l l  y o u r  c o l le a g u e s  . . . . .  i f  a l l  th e  o th e r  o n e s  in  th is  b u i ld in g ,  h o w  d o  
y o u  g e t  o n  w i th  th e m ?
W ell! get on brilliantly with the people who- who work with me ....-
- y o u  m e a n  y o u r  te a m s , y e s  -
- the teams that work with me are fine and I get on well with the rest of the people running 
the Council that I have contact with which is quite a few. The nature of the job can make 
more cautious the value, obviously, because we're in there to change things and they can 
be cautious [...] and of course, the door's open and ... the door is used as our- a keeper 
out there so they must fee! that there's some sort of ... -
- y e s , I m u s t  s a y  th e  a tm o s p h e re  fe e ls  g o o d  e v e ry  t im e  I w a lk  in to  th is  b u i ld in g ,  I 'v e  
b e e n  w h a t ,  th re e  o r  f o u r  t im e s  n o w  -
- yes, no it's good, yes, the staff are good -  job satisfaction, yes I get a great job 
satisfaction, it's extremely busy, lots of different types of work that you're responsible for all 
the time, so brilliant, er, and organisational commitment, theirs to me or me to them?
Y o u  to  th e  o rg a n is a t io n .
M y -
- b e c a u s e  a t  th e  m o m e n t  y o u 'r e  e m p lo y e d  b y  th e  v e i l  o f  [ . . . . ]  -
- yes, we will always be employed [ . . . ] -
- th re e  o r  f o u r  y e a rs  f r o m  n o w  y o u  m ig h t  b e  c a l le d  s o m e th in g  d if fe r e n t?  B ig g e r  a n d  
m u c h  m o re  v a g u e  a n d  -
-no ... no, no there's a legal aspects of that now showing the senior management team ... 
doesn't actually change us [....] so it won't change that.
S o  h a v in g  b e e n  h e re  s e v e n  y e a rs ,  i f  y o u  h a d  a n o th e r  s e v e n  o r  s e v e n ty  y e a rs  y o u 'd  
s t i l l  s a y  'Y e s  th a t 's  w h e re  I w a n t  to  s ta y '?
Um, no, I don't-1 don't sort of see it that way, I just... I like where I am now and- and if I 
look for the foreseeable future I can't see why I wouldn't like where I am then but I wouldn't 
say, you know, in- in seven years time I'm still going to think 'this is great' - 1 just don't 
know -
- O K  s o  y o u 'r e  p re p a re d  to  k e e p  a n  o p e n  m in d  o n  th a t  o n e  -
- yes -
- y e s ,  O K  a n d  I s u p p o s e  th a t  . . . th e  b ig  k i l le r  q u e s t io n  is  y o u  k n o w ,  th is  fa m o u s  
M a rg a re t  T h a tc h e r  q u o ta t io n ,  y o u  k n o w , 'there's no such  thing as soc ie ty  there's 
ju s t  individuals, m e and m y '-
- yes -
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- is  th a t  k in d  o f  w h a t  y o u  w e re  s a y in g  w h e n  y o u  w e re  ta lk in g  a b o u t  th e  p e o p le  
y o u 'r e  s e r v in g  o u r  th e re ,  d o  y o u  s e e  th e m  a s  a  c o m m u n ity  o r  d o  y o u  s e e  th e m  a s  
in d iv id u a ls ?
I see them as individuals, yes and with any of it [coughing] (I'm, going to choke again) -
-  p o o r  o ld  th in g  -
- [coughing] -  and less of the old as well! I thought it was on the way out because I lost 
my voice on Sunday and I- on Monday I thought 'Oh good!' you know, 'voice is back, so it 
must be on the way out' but -
- i t 's  o n e  o f  th o s e  b u g s  th a t  g o  th r o u g h  d i f fe r e n t  m a n ife s ta t io n s  o v e r  a  w e e k  o r  s o  I 
s h o u ld  t h i n k -
-it's
- i t ' l l  m a k e  y o u  im m u n e  f o r  th e  r e s t  o f  th e  w in te r !
You reckon? [...] I see communities as individuals because um you know, I came from a 
very rough area in my childhood and- but- but the people within that rough area were OK 
with each other, you know, so you had- you had good people in there who looked after 
each other even though it was a- a sort of a rough area and if you look at any of- so 
consequently I tend to look there and think '[...] really, really rough areas in the bank' but 
there are some rougher than others but within those communities there are people who 
are deserving and people who are- who need um, what's the word, they need [coughing] 
taking control of -
- y e s  -
- and actually sorting them out but um, we tend, I don't mean we the council, but I think 
society as a whole tends to sort of say 'oh that community needs X or Y [coughs] as 
opposed to sort of looking at it as the individuals -
- y e s  -
- but I think that's because of experience and very difficult [...] individuals but to me [...] 
individuals they are not communities [coughing] -
- O K , w e l l  lo o k  -
- it's like with the flooding, when we had the flooding, you could say the whole of that area 
needs, you know, us guys going down there and it needs millions of sandbags and all that 
sort of thing, there are able-bodied people living in that community, there are some people 
who can even do things for themselves and other people who need help in order to be 
able to do anything so we should be able to say 'well let's focus on those people that need 
help' and the people in the community should be helping each other but you know, one of 
the things we found with flooding is that we got calls from perfectly able-bodied people 
who didn't want to do those things, you know? 'Well you came and sorted out my 
neighbour' you know and you say 'Well I'm ever so sorry, are you on your own?' 'No my 
husband's here1 and you say, 'Well can your husband not [...] up the sandbags by the, you
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know, by the door?' 'Well why should he? You came and did next doors", you think, 'you 
never
-  T m  p a y in g  th e  c o u n c i l  ta x  I w a n t  m y  m o n e y 's  w o r t h ! '  -
- yes absolutely, you know, you just.... but we can't change, we can't change the world 
but we can do our little bit I think -
- y e s ,  y e s  -
- the answer to your question I think they’re individuals and I've never believed- there's 
been this thing as well, that the Government.. thing about you must treat everybody the 
same and I've never been from that school of thought that you treat everybody the same 
because everybody is different so, for instance if one of the staff says 'ah', you know,
'really ever so sorry, I., washing machine broke down yesterday, the only time they can fit 
it in to do it is today, OK if I nip home?' If that [...] one of those people who's usually here, 
you know, doesn't sort of pull the wool or whatever, then yes that's fine; if it's one of those 
people who's never here, ... every other day, has always got an excuse of one sort or 
another why they can't be here, then I'm more likely to say 'Well can you not arrange it for 
when you're [ . . . ] -
- m m -h m m , m m -h m m  -
- so I will treat everybody [...] because you let that person go [...] you know, and that's how 
I feel about -
- y e s , b u t  w e  .. th e re 's  a q u e s t io n  o f  s c a le  th e re  is n ' t  th e re ,  y o u  k n o w , y o u 'v e  g o t,  
w h a t ,  2 /3 0 0  p e o p le  w o r k  f o r  th e  C o u n c i l  s o  y o u  c a n  m a y b e  n o t  k n o w  a il t h e ir  n a m e s  
b u t  y o u  c a n  r o u g h ly  k n o w  w h o  th e  g o o d  o n e s  a re  a n d  w h o  th e  b a d  o n e s  a re  a n d  
w h o  th e  a v e ra g e  o n e s  a re , b y  th e  t im e  y o u ’v e  ra d ia te d  o u t  to  th e  p o p u la t io n  y o u 'r e  
s e r v in g  in  t h is  p a r t  o f  O x fo rd ,  I d o n ' t  k n o w  h o w  m a n y  te n s  o f  t h o u s a n d s  o f  p e o p le  
y o u 'r e  s e r v in g  b u t  a t  s o m e  s ta g e ,  y o u  lo s e  s ig h t  o f  th e  in d iv id u a ls ,  i t  b e c o m e s  the 
c o m m u n ity  a n d  th e n  y o u 'v e  g o t  G o v e rn m e n t  in i t ia t iv e s  s a y in g  y o u 'v e  g o t  to  d o  
th in g s  e q u a l ly  a c r o s s  th e  w h o le  p o p u la t io n ;  a t  s o m e  p o in t  in d iv id u a ls  h a s  to  
b e c o m e  the  c o m m u n ity  b e c a u s e  y o u  c a n  n o  lo n g e r  h a v e  s ig h t  o f  th e  in d iv id u a ls  -
- but within that there will be individuals who are not so much with us although we have got 
it with Housing, that- certainly with the County Council there will be a real need and 
incentive to look at individuals within [...] because they've got things like Social Services 
and stuff -
- y e s  -
- which have got focussed on individuals studying environment in which they met 
[interruption] -
- tw o  o r  th re e  m in u te s  w e 're  d o n e  h e re  -
- yes. Yes, they got- they've got to look at the community those people live in but they're 
actually dealing with individuals [...] say, ’Is this a safe environment for this young person 
or whatever, given the community, the immediate family structure and the community in 
which they live’ so you know, that- that to me is a more rational way to looking at how we
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deal with communities rather than saying 'well that whole area is a rough old area so we 
take that kid away' -
- y e s ,  y e s  -
- you know, that sort of thing because even rough areas can have a very good sort of 
bonding, supportive network around them, it's- but we don't tend to see that -
- s o  y o u  c a n 't  d o  i t  b y  th e  p o s tc o d e ,  y o u 'v e  g o t  to  g o  -
- yes -
- to  th e  in d iv id u a l  h o u s e h o ld  a n d  in d iv id u a ls  w i t h in  th e  h o u s e h o ld s  -
- yes, certainly you have, so l-l- to me it's always about individuals, I just can't even think in 
terms of communities.... so, I don't know, perhaps people who have got a- a bigger job, 
front-facing job, customer-facing job would say 'no we can only do it by looking at 
communities' but not for me.
R ig h t ,  O K , s o  th e  f in a l q u e s t io n ,  s e r v in g  th e  p u b l ic  o r  p u b l ic  s e rv ic e ,  d o  y o u  b e lie v e  
in  i t?  Y e s  o r  n o ?
Yes. Yes, though 1 believe in nationalisation as well because I believe, and again, it's 
something that really, really annoys me, that public sector people are dedicated to what 
they do and in the main they're hard-working. Yes, we should get rid of those that think 
they're in a- a organisation that is just there to serve them and they're going to sort of 
cover as little as they can, you know, just cruise through to their pension, yes we should 
get rid of them but in public sector we have lots and lots of good people who are best 
placed to deliver services at no profit, you know? Now what can be better for the 
community than you're getting services at no profit?
S o  h a n g  o n , i 'v e  j u s t  th o u g h t  o f  a s u p p le m e n ta r y  q u e s t io n  th a t  f o l lo w s  o n  f r o m  w h a t  
y o u 'v e  j u s t  s a id ,  s o  o u ts o u r c in g  th in g s  l ik e  e m p ty in g  th e  d u s tb in s  a n d  s w e e p in g  th e  
s t r e e ts  a n d  a ll t h a t  s o r t  o f  s tu f f ,  b e c a u s e  th e re  a re  c o n t r a c to r s  o u t  th e re  w h o ' l l  d o  i t  
b e t te r  th a n  s o m e b o d y  e m p lo y e d  b y  th e  C o u n c i l  c a n  d o  it ,  is  th a t  O K ?  B e c a u s e  
s o m e w h e re  a lo n g  th e  l in e  th e r e 's  a p r o f i t  b u i l t  in  th e re  is n ' t  th e re ?
There's profit and- and see, I would always question- now there are- there are synergies 
which I can see, you know, if you- if you've got those dirty great big lorries that cost an arm 
and a leg, mind you we buy the lorries but anyway, if y- if a company's got those, you 
know, those lorries and it's got, 20 lorries and one contra- he's got 20 lorries and for 20 
lorries it concerns you know, 6 contracts, 6 Councils, then you've got to look at that and 
say, 'Well is that more cost-effective?' If the Council has had to have 6 lorries in order to 
do [...] for one Council then you can look at it and think 'Mm, hold on a minute, is this cost- 
effective?' but in the main, most things can stay in house if they're managed correctly and 
if they're managed correctly [... continuing loud background noise...] and you take off a lot 
of the constraints [........] -
- y e s  -
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- [...... ] so that's got [..... ] water, gas, electricity, [..... ] why can't we- you know, why can't
we do that and it's like [...] you say wel! do we realise what we've just let ourselves in for in 
30 years' time? We'll still be paying off this debt... in 30 years’ time -
- y e s , y e s  -
- because we didn't want to put the money up to start with [....] see, I am not opposed to 
privatisation, like I said, I think the circumstances [...] with the lorries [....] sometimes but in 
the main 1 think the public sector is the best place to deliver public services and amongst 
those I would rank the telecommunications service, water, gas, electricity, all the things 
that sustain the community, we've got this big thing now haven't we about you know, gas 
and electric has just gone up hugely and seriously affecting certain individuals and I feel 
sorry for those on the border because if you're claiming benefits, your benefits will go up 
so it's no big deal, but if you're on that borderline, where people are just managing,
now we should be looking after those people, so no I'm not actually- when- unless there 
are real synergies to be found by moving them out, I would keep things in place. That's 
not to say I wouldn't share, [...] you know because they're not profit making
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TRANSCRIPTION
Text in bold indicates interviewer speaking 
[  ] -  indecipherable
In te r v ie w  'B 1
 a n d  -
- and a backup -
- a b s o lu te ly ,  b e lt -  b e lt  a n d  b ra c e s ,  u m , b i t t e r  e x p e r ie n c e  h a s  ta u g h t  m e  b e lt  a n d  
b ra c e s  e v e ry  t im e .  O K , s o  le t 's  ta lk  a b o u t  y o u  a n d  y o u r  jo b  -
- O K -
- a n d  h o w  y o u  fe e l a b o u t  w o r k in g  h e re , O K , s o  h o w  lo n g  h a v e  y o u  b e e n  w o r k in g  
h e re  n o w  S u e ?
One y e a r-
-  o n e  y e a r ,  o n e  y e a r  e x a c t ly .
Almost exactly, last week was my one-year anniversary, [both laugh] -
- a n d  y o u 'r e  s t i l l  h e re  s o  i t  c a n 't  b e  t h a t  b a d !
Yes I'm still here!
Y e s , r ig h t ,  O K , y o u 'r e  k in d  o f  a p u b l ic  s e c to r  w o r k e r  th r o u g h  a n d  th r o u g h  a re n 't  
y o u ?
Y- probably, yes -  I guess that was um -
- j u s t . . .  te l l  u s  a b o u t  th e  jo b s  . . .  y o u 'v e  d o n e  b e c a u s e  te a c h in g  s e e m s  to  f ig u re  
q u ite  h ig h ly  -
- teaching was-1 qualified as a teacher from university, taught for a few years then finished 
that to have my family, went back to teaching part-time, special needs teaching for six 
years, then needed a break from school really because my youngest son was going to be 
better off if 1 wasn't at school, it didn't seem fair on him for me to be there at the time, so I 
moved out of that and worked for a charity for a couple of years which was working in 
schools doing presentations for the charity -
- m m m -h m m  -
- and that was part-time as well on a self-employed basis and then as we got more 
children of ours peeling off to university, need a full-time wage to help support them, 
looked for something that I might enjoy doing, didn't think I could return to teaching and 
going full-time because I've still got younger ones at home who I want to be there for in the 
evenings,- looking for a 9-5 job which teaching certainly isn't ...um -
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- i t 's  a l i fe s ty le  is n ' t  i t? !
- and, er, yes, the local Council just seemed to be ... it struck me as being something that I 
could fit into, a niche -
- r ig h t ,  a re  y o u  o n e  o f  th o s e  p e o p le  w h o  l iv e  w i th in  w a lk in g  d is ta n c e  o f  th e  b u i ld in g
- yes -
- r e a l ly ?  S o  h o w  m a n y  m in u te s  d o e s  i t  ta k e  y o u  to  w a lk  to  w o r k ?
It takes me about 15 minutes to walk to work -
- o h  th a t ’s  a n ic e , n ic e  jo u r n e y ,  y e s  -
- yes, at the same time it's a job that I can get out and about, out and do site visits so I can, 
yes, get our of the office some days -
- o h  o f  c o u r s e  in  P la n n in g  y o u  d o  a c tu a l ly  g e t  o u t  o f  th e  b u i ld in g  d o n 't  y o u , y e s  -
- that's right, yes, so it's- it had it's advantages and I really, to be perfectly honest, was just 
looking on the Council, on their web-site, waiting for a job that appealed to me to come 
along, didn't have any ambition to go into Planning particularly, saw the application and 
thought 'I could do that!'
S o , i t 's  a b o u t  th e  o n ly  jo b  y o u 'v e  d o n e  th a t ’s  h a d  n o th in g  to  d o  w i th  te a c h in g  b y  th e  
s o u n d  o f  i t —
- yes it is -
- s o  i f  i t  w a s  a jo b  th a t  in v o lv e d  te a c h in g  a d m in is t r a t io n ,  w o u ld  th a t  b e  p re fe ra b le ?
Not particularly administration, if it was a job- if a job came up that involved working in 
schools, if a job came up in, I don't know, the sports section or anything in the Council that 
involved doing presentations to kids or whatever, I'd be- I'd be applying to the department 
in a flash -
- r e a l ly  -
- yes -
- s o  d o e s  th a t  m e a n  i t 's  j u s t  a  jo b ?
It's- it is- it was-1 started it just as a job, and I do enjoy what I'm doing, but it becomes- it 
becomes very mundane.
S o  a b i t  b o r in g  -
- yes. Once you've learnt everything to do, it becomes- at my level it becomes a bit boring, 
the only opportunity now would be to train as a Planner and I have no intention of doing 
that, I've got plenty of training behind me in teaching -
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- in  o th e r  th in g s ,  y e s  -
- yes, I don't feel the need progress Planning to another level so it is just a convenient job 
for the time being to be perfectly honest.
Y e s . S o  i f  y o u  g e t  th e  c h a n c e  to  y o u  k n o w ,  j u s t  im a g in in g  th e  fu tu r e  a n d  th e  fu tu r e  
n e v e r  w o r k s  o u t  h o w  y o u  p la n n e d  a n y w a y  -
- yes, yes -
- u m , i f  th e y  s a y , 'O K , jo b  in  P la n n in g ,  n o t  fu n  e x a c t ly  a n y m o re  b u t  w e  c a n  f in d  y o u  
a n o th e r  jo b  in  th is  b u ild in g *  s o  y o u  c o u ld  s p e n d ,  I d o n 't  k n o w , th e  n e x t  20  y e a rs  o f  
y o u r  l i fe  d o in g  d i f fe r e n t  jo b s  a r o u n d  -
- yes -
- t h is  s e t  o f  o f f ic e s ,  h o w  w o u ld  y o u  fe e l a b o u t  th a t?
Perfectly happy, yes, and I could-1 could even, if I felt, you see, yes ... sounds a bit twee, 
but if I felt it- it was doing something worthwhile, and I do- and I do think handling people's 
enquiries over their homes and what they can do to their homes is a worthwhile thing to do 
because people do get very stressed-out and they need a calm voice at the end of the 
phone to -
- r i g h t -
- help them out but just... I'm digressing, I'm sorry-
-  n o , n o , n o  -  t h a t ’s  re a lly ,  r e a l ly  v a l id ,  n o  k e e p  ta lk in g ,  th a t 's  g o o d  -
- if there was another job to do in here that-1 wouldn't like to go in, for instance, the 
Finance Department where you're just doing something for that department, but if there 
was another department where I was doing something- well there's a public face and while 
you're doing- you've got, you know -
- r i g h t -
- you're doing the job for -
- O K , O K , le t  m e  c h a lle n g e  y o u  o n  th a t  -
- O K -
- w i t h in  15  m in u te s  w a lk in g  d is ta n c e  o f  y o u r  h o m e , th e re 's  a ra th e r  n ic e  W a it ro s e  
s u p e r m a r k e t  a c ro s s  th e  c a r  p a r k  th e re  -
- yes -
- y o u  c o u ld  b e  w o r k in g  th e re  fa c in g  th e  p u b l ic  -
- you're right -
h j c - t r a n s c r i p t i o n s . c o .u k 451
- um -
- no I wouldn't want to do that, I wouldn't get any satisfaction out of that so it's not just a 
public thing you like -
- s o -  s o -  s o  w h a t  is  th a t  m a g ic  in g r e d ie n t?
Um, what is that magic ingredient? I don't know. Um, I suppose I have to be able to use 
my grey matter, I have to feel I'm learning something new, perhaps that's part of it, that's 
as honest as I can be on that one I think, I'm not quite sure, you know it- you see 
something -
- n o -  n o -  n o -  n o -  b e c a u s e  I 'v e  g o t  t h is  g re a t  p ro b le m , y o u  k n o w ,  a lw a y s  b e e n  a
p u b l ic  s e c to r  w o rk e r ,  a p a r t  f r o m  o n e  d a y  w h e re  I d id  a  t r a in in g  s e s s io n  f o r  a 
c o m p a n y  in  L o n d o n  -
- yes -
- s o r t  o f  e n jo y e d  i t  b u t  i t  w a s n 't  th e  s a m e  s o m e h o w , s o  y o u  k n o w ,  c o m e  f r o m  a 
p u b l ic  s e r v ic e  fa m ily ,  b u t  t r y in g  to  id e n t i f y  e x a c t ly  w h y -
- what it is -
- w h y  y o u  g o  d o w n  th a t  ro u te  is  in c r e d ib ly  d i f f ic u l t ,  h o w  d o  y o u  fe e l a b o u t  s o c ie ty ,  
y o u  k n o w ,  w h o  d o  y o u  w o r k  fo r ?  D o  y o u  w o r k  f o r  th e  C o u n c il ,  o r  d o  y o u  w o r k  f o r  
th e  p o p u la t io n  o f  th is  p a r t  o f  O x fo r d s h ir e  -
- yes -
- o r  -
-1 think um -
- o r  w h a t  -
- yes, I'm employed by the Council, and answerable to the Council but I'm also answerable 
to the public, and I came, I suppose I feel every day that I'm- it's a good day when I've 
been able to put somebody's mind at rest over something or explain something that they 
didn't understand before or- this is on the phone or by letter or whatever, so yes, I feel as if 
I work for Joe Public who doesn't understand planning law and needs somebody in . 
between you know -
- r ig h t ,  O K , w e l l  le t 's  ta k e  th is  J o e  P u b l ic  b i t  a s ta g e  fu r th e r ,  y o u  k n o w , w e 're  ta lk in g  
a b o u t  p e o p le  w h o  p a y  C o u n c il  ta x ,  a  lo t  o f  m o n e y  g o in g  o u t  e a c h  m o n th  o v e r  th e  
y e a r ,  to  p a y  y o u r  w a g e s .  A re  th e y  g e t t in g  v a lu e  f o r  m o n e y  o u t  o f  y o u ?
I think they are -
- h o w  d o  y o u  k n o w ?
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How do I know? Well the service ... [chuckles] -  how do I know? I suppose I get more- 
more people end a phone call with me feeling better than I do feeling those who feel cross, 
having, very specifically because it's planning, having just come off the back of doing a big 
extension at home and knowing how difficult that was from the- from that side of the coin -
-  y e s ,  y e s  -
- 1 sometimes think 1 have a different view on Joe Public than the rest or some of the 
people in my team in that I'm trying to find ways to enable rather than obstacles -  does 
that make any sense?
S o , in  s o r t  o f  s im p le  la n g u a g e , i t 's  a ll a b o u t  h e lp in g  p e o p le ?
Yes, and find, yes, is what they're proposing is going to come up against a brick wall, and 
trying to suggest ways in which they can alter their, you know, proposals that will work for 
them and ....-
- O K , n o w  th a t  s o u n d s  re a lly ,  r e a l ly  g o o d  b u t  le t  m e  c o m e  b a c k  to  y o u  w ith  
s o m e th in g ,  w h e re  d o e s  th e  m o n e y  c o m e  f r o m  to  p a y  y o u r  w a g e s ?  D o e s  i t  c o m e  
f r o m  c o u n c i l  ta x  p a y e rs  o r  d o e s  i t  c o m e  f r o m  a ll th e s e  g ra n ts  t h a t  c o m e  f r o m  
C e n tra l G o v e rn m e n t?  S o  . . .  in  o th e r  w o r d s ,  w h o  d o  y o u  re a l ly  w o r k  fo r ,  is  i t  lo c a l 
p u b l ic  o r  is  i t  th e  G o v e rn m e n t?
Um, that's a political question, I'm not sure how the finance in this- in the department is ,! 
probably should be better informed but I'm not so I suppose a percentage comes from 
council tax and a percentage comes from- direct from Government, I couldn't really tell 
you, I don't know.
S o  . . .  i t 's  n o t  a q u iz  o n  h o w  m u c h  y o u  k n o w  -
- no I know, I know -  
- . . . .  y o u  t h i n k -
- I'm comfortable about that -
- n o  I 'm  ju s t  t r y in g  to  s e e  th e  e x te n t  w h ic h  y o u  fe e l in  w h ic h  y o u  a re  s e r v in g  th e  
lo c a l p u b l ic  -
- yes —
- c o m p a re d  to  th e  e x te n t  to  w h ic h  y o u  a re  -
- 1 don't -
- s e r v in g  th a t  n ic e  M r B ro w n  a t  10 D o w n in g  S t re e t  o r  w h a te v e r  -
- OK. I would have to say that i- in that respect it doesn’t matter to me where the money 
comes from, what matters to me is- is the conversations I have and the letters I write and 
the people I'm dealing with and I- and where the money comes from that's paying my 
wages doesn't really matter -
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- m m -h m m , r i g h t -
- it doesn't put a flavour on -
- O K , n o w  th a t 's  -
- who I feel I'm working for -
- th a t 's  g o o d ,  th a t 's  f in e  -
- do you know what I mean?
Y e s  I k n o w  e x a c t ly  w h a t  y o u  m e a n , y e s ,  y e s ,  y e s  .. b e c a u s e  th e re 's  th is  g re a t  b ig  
th in g  a ro u n d  h o w  w e  d e l iv e r  p u b l ic  s e r v ic e s  th a t  s a y s ,  'O K ' y o u  k n o w , 'w e  c a n  
o u ts o u r c e  e m p ty in g  th e  d u s tb in s  o r  s t r e e t -  s w e e p in g  th e  s t r e e ts  o r  m a y b e  d o in g  th e  
b a c k  o f f ic e  IT  s e r v ic in g ,  y o u  g e t  s o m e b o d y  d o in g  i t  f o r  a  p r o f i t  b u t  d o in g  i t  c h e a p e r  
o r  b e t te r  th a n  th e  C o u n c il  s t a f f  w h o  d o  it ,  i f  y o u -  i f  th e  P la n n in g  D e p a r tm e n t  w e re  
o u ts o u r c e d ,  s o  y o u  fo u n d  y o u r s e l f  w o r k in g  f o r  s o m e  p r o f i t -m a k in g  o rg a n is a t io n  [ . . . ]  
c o n t r a c te d  to  th e  C o u n c il ,  in  o th e r  w o r d s ,  d o in g  th e  s a m e  jo b  th a t  y o u  d o  n o w  b u t  
f o r  a d i f fe r e n t  e m p lo y e r  . . .  le g a l ly ,  h o w  w o u ld  y o u  fe e l a b o u t  th a t?
Um, you see, I-1 think it probably comes down to the way we're paid, I can envisage, if it 
was a private sector thing, there might be some incentive to get some kind of bonus for 
doing so many planning decisions in such an amount of time and pressures on time might 
then mean that you couldn't... yes, I don't think I would like that, I think my purse might 
like that but I don't think I would like to have pressure on me that meant -  it's the same in 
teaching -  any pressures that make you have to meet certain quotas when you're dealing 
with the public, changes the way you deal with the public -
- y e s ,  y e s  -
- and it- whereas if you work for the Council as I do now (0.50.08) it's down to 
personalities, so yes, some people will have- look at the public with one set of eyes and 
some people will look at them differently but that's not to do with the way you're paid I don't 
think, whereas if you work for a private company I think they put too much pressure on ... I 
can just imagine that it would all be about bonuses and achieving bonuses and achieving 
this you know and how many you've dealt with and therefore it would all be about the 
money and therefore it wouldn't be about how you deal with people, it would be about 
numbers and I think it's good for it not... and it- to be honest I'm very much for any public 
service should be-
- O K -
- not down the lines of making money although I'm not naive enough to not realise that the 
Council have to you know, meet their budgets and they have to be aware of getting things 
and certain time frames but -
- y e s , y e s  -
- mm yes, I think the focus has to b e .....
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S o -  s o  le t 's  ta lk  a b o u t  th e  m o n e y  y o u  g e t  p a id ,  d o n ' t  te l l  m e  h o w  m u c h  y o u  g e t  p a id  
b e c a u s e  I d o n 't  w a n t  k n o w  it ,  u m , d o  th e y  p a y  y o u  ru b b is h  m o n e y  o r  d o  th e y  p a y  
y o u  g o o d  m o n e y  f o r  w h a t  y o u  d o ?
Um, they p a y -
- d o  y o u  th in k  w o r th  m o re  th a n  th e y 'r e  p a y in g  y o u ?
No-1 think-1 think for the job I do and the amount of stress I have, it's a reasonable wage 
because it's not a stressful job, I think it's a reasonable wage but I am comparing it to 
teaching where -
- b u t  th e  m o n e y 's  n o t  g re a t  in  te a c h in g  is  i t?
Well, that's what I mean, I'm comparing it to teaching, I'm not getting paid as much as I 
would as a teacher, but I'm not under as much pressure as I would be as a teacher -
- g o tc h a !
So compared to what I was paid as a teacher and what I was expected to do for that 
money, I think now obviously I'm getting paid less, but I think it's reasonable compared to 
that and that's all I have as a scale really -
- y e s ,  s u re ,  s u re ly ,  s u r e ly  -
- 1 think if I'd ever been a public- a private sector worker I think I might think the wages 
here are rubbish but I'm a bit more realistic about you know, what's a- it's a comfortable 
job, it's a second wage in the family, it pays what I need it to pay -
- s o  s o m e b o d y  e ls e  is  b r in g in g  in  m o re  m o n e y  th e n  y o u 'r e  b r in g in g  in  -
- yes, yes -
- y e s ,  y e s ,  O K , a re  y o u  o n  th e  p e n s io n  s c h e m e ?
Yes.
E v e n  th e n  y o u 'r e  o n ly  o n  a  y e a r  b y  y e a r  c o n t r a c t?
Yes but it's a Local Government Pension Scheme which 1 was on in teaching anyway so 
I've continued with my same pension -
- s o  th a t 's  n o t  a b a d  s c h e m e  is  i t?
No.
S o  a re  y o u  lo o k in g  fo r w a rd  to  r e t i r e m e n t  a g e ?
No not yet! [laughs] um, not really thinking that far ahead yet but, no it's a reasonable 
scheme, it's good to keep in the same scheme, that was one of the things my husband 
had an eye on with me thinking about applying to the- to the Council to work was 'at least
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you wouldn't have to lose your' you know, 'you wouldn't- you could keep the pension 
going, so . . . ' -
- y e s ,  y e s ,  th a t 's  a f a i r  c o n s id e ra t io n ,  y e s , s o ,  w h a t  I 'm  b u i ld in g  u p  a  p ic tu re  h e re  o f ,  
is  s o m e b o d y  w h o  is  re a lly  k e e n  to  s e r v e  th e  p u b l ic  b u t  q u ite  l ik e s  th e  id e a  o f  a 
c o m fo r ta b le  jo b  w i th  a  p e n s io n  a t  th e  e n d  o f  i t  -
- mmm, that's fair —
- . . .  I h a v e n 't  s o r t  o f  m is re p re s e n te d  y o u  -
- no, no, that's fair, no -
-  o r  tu r n e d  y o u  in to  a Daily Mirror c a r ic a tu r e  -
- no [chuckles] -
- y o u  t y p ic a l  p u b l ic  s e c to r  w o r k e r  y o u !  T e ll m e , w h e n  y o u  f i r s t  w e n t  in to  te a c h in g  a il 
th o s e  y e a rs  a g o , d id  y o u  g o  in to  i t  b e c a u s e  i t  w a s  te a c h in g  o r  b e c a u s e  i t  w a s  a 
p u b l ic  s e r v ic e  jo b ?
Because it was teaching.
W h ic h  a g e  g r o u p  w e re  y o u  te a c h in g ?
At primary.
. . .  y o u  j u s t  lo v e  w o r k in g  w ith  k id s ?
Yes, yes.
M m m  -
- no I mean at 21 there's no thought of public service and things like that, I think you just 
go- well there wasn't for me anyway, it's just a love of being involved with kids and kids' 
clubs and things that I'd always been involved in as a- you know, throughout university 
career so it was, you know, it was wanting to teach.
S o  y o u  a lm o s t  b e c a m e  a  p u b l ic  s e r v a n t  b y  a c c id e n t  -
- yes -
- y o u  k n o w ,  b u t  n o w  th a t  y o u 'r e  in  i t  y o u  w a n t  to  s ta y  in  i t  -
- um -
- d o n ' t  le t  m e  p u t  w o r d s  in  y o u r  m o u th ,  I j u s t  t r y in g  to  s o r t  o f  s e e  h o w  y o u  fe e l a b o u t
- 1-1 don't think or, yes, I think it's just the type of jobs that I like to do, happen to be public 
sector, public service jobs, I don't think I'm focussing on-1 might have been focussing on
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this building being near to the house, and this building having the same pension you know
- O K , f a i r  e n o u g h ,  fa i r  e n o u g h ,  y e s ,  c a n  w e  ta lk  b r ie f ly  a b o u t  th e  c h a r i t y  w o r k  th a t  
y o u  d id  f o r  a  c o u p le  o f  y e a rs ,  b e c a u s e  I p re s u m e  th e  m o n e y  w a s n ' t  g re a t  -
- no -
- th e re  e i th e r ,  s o  y o u  d id n ' t  d o  th a t  jo b  f o r  th e  m o n e y  -
- no.
B u t  y o u  e n jo y e d  th e  w o r k ?
Yes, yes. Like every job, it had its good side and its bad side and I enjoyed the good side 
and hated the admin side sitting at home doing the .... [chuckles]
S o  w h a t  w a s  th e  g o o d  b i t  o f  it ,  w a s  -
- the good bit was the presentations [...] school -
- w o r k in g  w i th  p e o p le  s e r -  s e r -  d a re  I s a y  s e r v in g  th e  p u b l ic  a g a in ?
And working with children yes, I suppose that is the public, yes -
- y e s , y e s ,  y e s , s o  a re  th e re  a n y  p r iv a te  s e c to r  jo b s  th a t  w o u ld  g iv e  y o u  th a t?
Private sector?
Y e s , [ . . . ]  m a y b e  r is k  o f  m a rk e t  fo r c e s  b u t  th e  m o n e y 's  b e tte r .
I don't know, I mean, you know, I could have worked in private schools if I'd have wanted 
to -
-  y e s  I s u p p o s e  s o , y e s  -
- 1 mean it's not my-1 suppose I'm a bit of a closet socialist and would find that difficult.
W h a t d o  y o u  m e a n  b y  a c lo s e t  s -  d o  y o u  w a n t  to  n a t io n a lis e  e v e r y th in g ?  L ik e  th e  
b a n k s .
No, just I feel that the-1 just fee! that what's good enough for everybody else should be 
good enough for me, if you see what I mean -
- y e s ,  y e s  I t h in k  I d o  -
- and that, I don't know, ... politics is often engrained in you as a child isn't it, and I just 
think private schools are something always shied away from for the children or for myself 
to work -
- y o u  g e t  s m a l le r  c la s s  s iz e s ,  n ic e r  k id s  to  w o r k  w i th  -
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- a l l  th e s e  p e rk s ,  lo n g e r  h o l id a y s  -
- yes, but no thank you, no it's not something that's ever appealed to me -
- y e s ,  y o u  d o n ' t  s h o p  a t  th e  C o -o p  d o  y o u ?
[laughs] I don't shop at, er Waitrose either!
Y o u  d o n ' t  [ . . . ]  W a it r o s e !
Tesco's is fine. No, so I am a bit of a -
- y e s ,  r ig h t ,  n o  th a t  s o u n d s  g o o d  to  m e  -
- well [...] it is.
Y e s . L e t 's  j u s t  c o n t in u e  in  t h is  p o l i t ic a l  th e m e , th e re 's  th is  fa m o u s  M a g g ie  T h a tc h e r  
q u o te ,  y o u  k n o w , ' There's no su ch  thing as socie ty , there's ju s t  m e and mine', h o w  
d o  y o u  v ie w  th e  s o c ie ty  th a t  y o u  s e rv e ,  d o  y o u  th in k  o f  th e m  o f  y o u  k n o w , a ll  th o s e  
th o u s a n d s  o f  p e o p le  w h o  l iv e  in  t h is  c h u n k  o f  O x fo r d s h ir e  o r  d o  y o u  th in k  o f  th e m  
a s  y o u  k n o w ,  in d iv id u a ls  o r  a s  a  b ig  c o l le c t iv e ?
Um, there's a general feel of the collective but on a day-to-day basis you're dealing with 
individuals and you have individuals who are very different and you have to change your 
own responses accordingly all the time and I- there's a danger in seeing like-1 think there's 
a danger in seeing people as the collective because then it becomes a 'them and us' and 
you know, so I think you have to keep a- keep very conscious of the fact that everybody's 
different and everybody has different understanding of things and different, you know, 
needs from you and, so, yes, and they are all- everybody out there is ail the public and I 
am accountable to everybody out there but they're all individuals within that -
-m m m , y e s  -
- that's probably not answering your question -
- w e l l  n o  i t  is ,  i t  is  b e c a u s e  th e re 's  n o  s im p le  a n s w e r  to  q u e s t io n  l ik e  th a t ,  s o  y o u  
k n o w , i f  I w e r  a lo c a l-  lo c a l c o u n c i l  ta x  p a y e r  a n d  I t h in k  'C o r ,  t h is  w o m a n  a t  th e  
C o u n c i l -  th e y  k e e p  re n e w in g  h e r  c o n t r a c t  e v e ry  y e a r , lo o k  h o w  m u c h  th a t 's  p u t t in g  
o n  th e  b i l l ,  i f  th e y  g o t  r id  o f  h e r  i t  w o u ld  s a v e  m e  . . . '  y o u  k n o w , 'tu p p e n c e -h a 'p e n n y  a 
m o n th  o r  w h a te v e r ' s o  th e re  y o u  a re , w a lk in g  to  w o r k  a n d  th o s e  p e o p le  th in k in g  
'H o w  c a n  th e  C o u n c il  g e t  m y  ta x  b i l l  d o w n ?  W h o  w o u ld  I w a n t  to  g e t  r id  o f ,  w h o  
c o u ld  w e  s a c k  a n d  n o  o n e  w o u ld  e v e n  n o t ic e ? ' a n d  y o u  e n d  u p  th in k in g ,  'W e ll lo o k ' 
y o u  k n o w , 'b e c a u s e  th e r e 's  n o t  m u c h  l in k  b e tw e e n  w h a t  th e  p e o p le  in  th is -  3 0 0 -o d d  
p e o p le  in  t h is  b u i ld in g  d o , a n d  w h a t  y o u 'd  re d u c e ,  i f  w e  w e re  to  s a c k  h a l f  o f  y o u , 
w o u ld  a n y b o d y  e v e n  n o t ic e ? ' S o  th a t 's  n o t  in te n d in g  to  m a k e  y o u  fe e l b a d  a b o u t-  
a b o u t  y o u r  w o r k ,  I j u s t  w a n t  to  g e t  a  r e a c t io n  f r o m  y o u . Is  t h is  C o u n c i l  p ro v id in g  
v a lu e  f o r  m o n e y ?
Well, you see, I live in this coun-1 live her as well, I pay my tax-
- 1 know, I know -
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- . .  y o u 'r e  b o th  a  c o n s u m e r -  c o n s u m e r  a n d  a  w o r k e r  h e re , y e s , y e s  -
- yes -
- th a t 's  w h y  I 'm  in te re s te d .
Um, and um, I feel-1 feel that you know, the jobs where you've got a public face and you're 
answering public questions, I don’t think I would have an issue with because you need to 
be- you need to be there and the public want to be able to ask us questions, they want to 
find things out, they want a face and not just a pamphlet to read or a- you know, and lfm 
just a sceptical as anybody else about some of the jobs that are internal jobs that only 
affect the internal workings of things, you know-
- s o  y o u  th in k  w e  c o u id  o u ts o u r c e  s o m e  o f  th e  s t u f f  th a t  [ . . . ]  to  a c a l l  c e n tre  in  In d ia
- no I'm not-1 don't- I'm not talking about outsourcing anything, I'm talking about whether 
certain things could be done by less people, the same as everybody else often wonders 
I'm sure you know, you do- you do in any, I think in any Government organisation, any 
school and any Council building, you know there are people sitting there who are time- 
wasting and they're getting paid the same as people who aren't time-wasting, who are -
- h o w  d o  y o u  fe e l a b o u t  th a t?  D o e s  i t  m a k e  y o u  a n g ry ?
Um, I don't know whether angry is a good word, I just- it's just frustrating to think that some 
people don't put in a lot of effort and don't- and just- and just take what they can without 
giving anything in return, you know, it's just frustrating that there's a wastage sometimes.
Y e s , y e s ,  y e s . L e t  m e  s o r t  o f  s i t  a n d  p u l l  t h a t  to g e th e r  b e c a u s e  w e 'v e  lo o k e d  a t  
q u ite  a  fe w -  fe w  a re a s  h e re  -
- mmm-
- le t 's  lo o k  a t  h o w  y o u  fe e l a b o u t  y o u r  jo b  a n d  th is  p a r t ic u la r  o rg a n is a t io n .  N o w  
w e 'v e  ta lk e d  th e  m o n e y  a n d  th e  p e n s io n ,  p u t  to g e th e r ,  th e  m o n e y 's  n o t  v e r y  g o o d  
b u t  th e  p e n s io n  is  s o r t  o f  lo o k in g  a t t r a c t iv e  a n d  -
- yes -
- o v e ra l l  th e  p a c k a g e  is  k in d  o f -
- the package is fine, it's reasonable -
- i t  s u i t s  y o u  -
- yes -
- y e s ?  O K , . . .  th e  e x t r in s ic  th in g  w a s ,  h o w  d o  y o u  fe e l a b o u t  th e  jo b  y o u  d o  in  
g e n e ra l,  d o  y o u  g o  a ro u n d  fe e l in g  'I d id  a re a l ly  g o o d  jo b  to d a y '?  O r  d o n ' t  y o u  g e t  
th o s e  h ig h s  a n d  lo w s ,  y o u  ju s t  g o  h o m e  th in k in g ,  'w e ll  i t 's  t im e  to  g o  h o m e '.
h j c ~ t r a n s c r i p t i o n s .c o .u k 4 5 9
Um, yes, I mean I do go home and want to talk about certain things but unfortunately it 
becomes the longer you work somewhere it becomes- and in actual fact, funnily enough 
the la- we've all said the same in our team, at the moment there seems to be a lot of 
complaints around all the same so we're often all going home at the moment feeling a bit 
fed up because all we've done is field complaints all day long ...-
- s o  t h is  is  m e m b e rs  o f  th e  p u b l ic  m o a n in g  a b o u t  s o m e th in g  y o u -  y o u 'v e -  th e  
C o u n c i l 's  d o n e ?
Yes, yes, we seem to have- the last few weeks and I don't know whether it's the current 
economic climate, but everybody seems to be cross and unhappy [....] so you do go home 
feeling a bit, you know, like it's been a rubbish day because, you know, all you've done is 
have earache ail day -
- y e s  -
- somebody swearing at you down the phone for instance -
- y o u  g e t  th a t  d o  y o u ?
You do, yes, definitely. Um, people are- people are very, very highly charged about 
planning, about what their next door neighbour's doing and how it affects them, very highly 
charged about it sometimes.
C r ik e y ,  y e s  -
- so I guess at the moment it's all a bit- it's all a bit ragged down there and everybody's a 
bit fed up because we just seem to be getting the sticky end of the stick all the time but -
- h o w  m a n y  p e o p le  in  y o u r  d e p a r tm e n t ,  is  i t  a  b ig  d e p a r tm e n t?
In my actual team, my individual team there are 6 which is part of a larger team which is 
12 and then which is part of the whole department which is about 20 and so it goes on but 
what I would call my immediate team there's 6 of us with an Area Manager.
A n d  y o u  a ll h a v e  a g o o d  o ld  g r u m b le  to  e a c h  o th e r ,  s o  g e t  i t  o f f  y o u r  c h e s t  b e fo re  
y o u  g o  h o m e  o r  d o e s n 't  t h a t  h a p p e n ?
Well- no I think you- when you've- when you're handling complaints on the phone and you 
get it and it- and it's can be quite harsh, and you can feel quite attacked at times, you 
really need to have a team around you that when you put the phone down you can say 
'this is what they said' and 'this is-' and other people can sympathise with you and make 
you feel a little bit better so that you're ready for the next call... and you’ve got to have- it's 
almost a- it's almost a, you know, a counselling procedure, do you know what I mean -
- y e s  -
- but you need that because it can be quite, you know, you could end up in tears 
otherwise, or you could end up wanting to go home because you've had such a bad 
experience, you know, so you need that kind of support with your team -
- y e s ,  o th e r w is e  th e  s t r e s s  le v e ls  j u s t  b u i ld  u p  a n d  b u i ld  u p , th a t 's  s c a r y  -
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- yes, yes, and we all need but you can turn it round from ....
- th a t 's  g o o d ,  s o -  s o  th a t  f i t s  in  n e a t ly  w i t h  th e  p o in t  i w a n t  to  ta lk  a b o u t  n e x t,  h o w  
d o  y o u  g e t  o n  w i th  y o u r  c o l le a g u e s ?
Yes very well, it's a very nice team, in fact -.
- y o u -  y o u 'r e  a g o o d  b u n c h  o f ,  y o u  c a n  s a y  y o u 'r e  w i th  f r ie n d s  ra th e r  th a n  ju s t  c o ­
w o r k e r s ?
Yes, and that's the only reason I would carry on working here really is because I enjoy the 
team and I feel some loyalty to the team and you know, if a better job came up tomorrow 
and was on my desk I would now find it quite difficult to- to leave the team.
N o w  th a t 's  in te re s t in g ,  y e s ,  b e c a u s e  y o u 'v e  b e e n  th e re  lo n g  e n o u g h  to  g e t  to  k n o w  
e a c h  o th e r  -
- yes, yes -
- a n d  y o u  fe e l a s  th o u g h  y o u 'r e  in  th e  -
- yes, yes -
- s o  a re  y o u  a ll k in d  o f  in  th e  s a m e  b a c k g ro u n d s  th a t  y o u  a ll l iv e  w i th in  15 m in u te s  
w a lk  o f  th e  [ . . . ] -
- no, no, no, um, there's only- in fact there's only two- three of us who live in Abingdon -
- r i g h t -
- and two people who travel over an hour to get to work -
- w o w  -
- and one who travels probably half an hour.
M m -h m m , s o  -
- that's not all local but -
- n o , b u t -  b u t  y o u 'r e  a n ic e ly  b o n d e d  b u n c h  o f  p e o p le  -
- yes -
- u m , th e  b o s s e s ,  h o w  d o  y o u  g e t  o n  w i th  th e  b o s s e s ,  a re  th e y  g o o d  o r  a re  th e y , n o t  
q u ite  w h a t  y o u 'd  w is h  fo r ?
Um, my immediately boss I think when- when you asked me in February -
- o h  y o u  c h a n g e d  b o s s e s ?
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- no, no but when you asked me in February I probably didn't know my boss as well at that 
point and wasn't sure of my footing with that boss and probably wouldn't have given as 
positive a response as I would now and now I feel very supported by my immediate boss .. 
you know, very happy with my immediate boss and would want to  -
- y e s  -
- the further down the line bosses, you know,.. perfectly, perfectly fine, no issues with the 
bosses at all, they seem to do what they need to do and -
- s o -  s o  n o  b ig  p ro b le m s  -
- no not at all -
- in  th a t  r e s p e c t?
No.
R ig h t ,  O K , s o  th e  jo b  in  g e n e ra l,  th e  o v e ra l l  s a t is fa c t io n  w ith  y o u r  jo b ,  g o o d ,  b a d , 
a v e ra g e , g o o d  in  p a r ts ,  te l l  m e  a b o u t  it .
U m -
[coughs ]  k e e p  ta lk in g !
As an overall package, putting together the personalities and the team I work with who I 
love -
- y e s  -
- the convenience which I love, the fact that I can get out in the sunshine one day a week 
because I couldn't bear to be sat in an office 5 days a week, one day a week or it could be 
a half day and I can get out, the fact that I go and do a surgery in Wantage where it's a 
drop-in call for members of the public just to drop in with any questions and that's a 
different.. a few different aspects to it; the actual day-to-day answering the same old 
enquiries day after day, writing the letters that are almost the same format -
- [laughs] -
- with just the name changed and that- is boring but as a whole package, everything put 
together, I'm happy with my job.
S o  th e  c o m b in a t io n  o f  a b i t  o f  r o u t in e  a n d  a  b i t  o f  in te r e s t in g  s t u f f -
- 1 think if it was a, you know, if it was a pie-chart there'd be a tiny little sector for- a tiny 
little sector for actually- what I actually do and a huge sector for the people I work with. 
Obviously, you know, the whole thing is positive but, you know, it's- it's mostly because I 
enjoy the people, it's convenient and you know, there are parts of the job that lighten it up. 
The main day-to-day stuff is mundane -
- y e s  -
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- and, yes.
S o , i t 's  a -  i t 's  a jo b  a n d  i t 's  a n  O K  jo b ,  i t 's  n o t  y o u r  p e r fe c t  jo b  [ . . . . ]  -
- no certainly not my perfect job, no -
- r ig h t ,  O K , n o w  s u p p o s e ,  th e y  re v ie w  y o u r  c o n t r a c t  y e a r  a f te r  y e a r  s o  y o u -  te n  y e a rs  
f r o m  n o w  y o u 'r e  s t i l l  w o r k in g  h e re  o n  a  c o n t r a c t  th a t  g e ts  re n e w e d  o n  a n  a n n u a l 
b a s is ,  b u t  s o m e b o d y  d e c id e s  to  m o v e  th e  C o u n c i l  o f f ic e s  to ,  I d o n ' t  k n o w , 
s o m e w h e re  th e  o th e r  s id e  o f  th e  p a tc h ,  y o u  k n o w ,  10 o r  20  m ile s  d o w n  th e  ro a d . 
W o u ld  y o u  w a n t  to  m o v e  w i th  th e  o f f ic e s  b e c a u s e  a ll y o u r  te a m  a re  g o in g  to  b e  
th e re  o r  w o u ld  y o u  s a y  'W e ll n o  th a n k  y o u ,  l c a n 't  w a lk  to  w o r k  a n y m o re  s o  I d o n 't  
w a n t  to  k n o w , I ' l l  ta k e  th e  re d u n d a n c y  m o n e y ,  th a n k  y o u '?
Um, ten years down the line I wouldn't be still doing the job, that's for sure. I don't intend 
to be still in the same job in ten years but let's say, two years down the line or a year down 
the line if they moved; we have just combined with another cert- with South Oxfordshire -
- s o  I’v e  j u s t  b e e n  h e a r in g ,  y e s  -
- so if- if they asked all the planners to move to Wallingford, no I wouldn't go actually every 
day, I wouldn't drive to work every day, I wouldn't drive to work to do this job, no
S o  w e  p a s s  th a t  t ip p in g  p o in t  a n d  i t  s u d d e n ly  b e c o m e  [ . . . ]  th e  d o w n  s id e s  w o u ld  
o u tw e ig h  th e  u p  s id e s  a n d  y o u 'd  j u s t  g o  -
- no I wouldn't-1 wouldn't drive to work.
O K , th a n k  y o u ,  th a n k  y o u .  S o  . . .  d o  y o u  i ik e  b e in g  a  p u b l ic  s e r v a n t?
Mmm. That's the best part of the job, you know, the face to face and the [...] if I could do 
Wantage surgery all day, every day -
- t h a t  w o u ld  b e  th e  d re a m  jo b  w o u ld  i t?
Not the dream job but it would be- it would improve this one no end.
H a n g  o n , y o u 'v e  g o t  to  d r iv e  to  W a n ta g e  h a v e n 't  y o u ?
Yes, yes, you know what I mean! If I could do that interface with the public -
- y e s  -
- more -
- y e s  -
- that's one of the highlights for me is the two hours on a Friday morning, um, it's one of 
the things that just makes it different and unpredictable, I think I iike the unpredictability, .. 
like you don't know what you're going to be asked, you don't know what the -
- 1 s u p p o s e  te a c h in g 's  a  b i t  l ik e  t h a t  i s n ' t  i t?
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Very much -
W o u ld  y o u  e v e r  g o  b a c k  to  te a c h in g ?
Yes definitely -
- 1 m e a n , to m o r r o w  i f  y o u  g o t  th e  c h a n c e ?  D ro p  o f  a h a t.
Once the kids are grown up, yes, yes.
S o  th a t  is  s t i l l  y o u r  g o ld - s ta n d a rd ,  id e a l jo b ?
Er yes.
E v e n  th o u g h  i t 's  g o t  r u b b is h  m o n e y  a n d  lo n g  h o u rs  -
- yes!
[laughs] W e ll I w o u ld  s a y  y o u  a re  a w o n d e r fu l  e x a m p le  o f  th e  t y p ic a l  p u b l ic  s e rv ic e  
w o r k e r  w i t h o u t  w h o m  th e  w o r ld  w o u ld  c o m e  to  a  h a lt !  S o , w h a t  I 'm  p ic k in g  u p  f r o m  
y o u  b a s ic a l ly  is  t h a t  y o u r  jo b  s a t is fa c t io n  h e re  is  g o o d  in  p a r ts ,  u m , y o u  l ik e  s t ic k in g  
a ro u n d  h e re  f o r  a w h o le  v a r ie ty  o f  r e a s o n s ,  s o m e  o f  w h ic h  a re  g o o d  c o m m o n  s e n s e  
'I w a n t  a  c o m fo r ta b le  l i fe ,  d o n ’t  w a n t  to  b e  s t r e s s e d  o u t ' k in d  o f  re a s o n s ,  b u t  
u n d e r ly in g  i t  a ll is  th is  'I l ik e  s e r v in g  th e  p u b l ic  b e c a u s e  i t 's  w h a t  I fe e l g o o d  a b o u t  
d o in g ' -  y e s ?  W e ll S u e , th a n k  y o u  -
- alright -
- i f  th e re  is n ' t  a n y th in g  e ls e  y o u  w a n t  to  te l l  m e  I t h in k  w e  c a n  e n d  i t  th e re !
Good, good! Yes, thank you.
T h a n k  y o u  m a 'a m , y e s , th a t  w a s  re a l ly  g o o d  s tu f f .
Hopefully you got 4 very, very different people [...] a good overall -
- w e l l  I t h in k  s o ,  I t h in k  s o  -
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TRANSCRIPTION
Text in bold indicates interviewer speaking 
[..... ] -  indecipherable
In te r v ie w  'C*
.. . . .  O K  D a v id , le t 's  h a v e  a c h a t  a b o u t  s o m e  o f  th e  th in g s  th a t  I 'm  in te re s te d  in  
c o n c e r n in g  y o u r  jo b  h e re  a n d  th e  k in d  o f  w o r k  h e re . N o w  I h a p p e n  to  k n o w  th a t  y o u  
h a v e n 't  s p e n t  a l l  y o u r  l i fe  w o r k in g  in  th e  p u b l ic  s e c to r ,  y o u 'v e  d o n e  a  w h o le  v a r ie ty  
o f  t h in g s  -
- yes -
- u m , y o u 'v e  b e e n  h e re  6 y e a rs  n o w ?
Indeed, yes.
U h -h u h , te l l  m e  a l i t t le  b i t  in  a b o u t ,  y o u  k n o w ,  n o  m o re  th a n  a b o u t  a  m in u te  
m a x im u m , th e  s to r y  o f  y o u r  l ife ,  h o w  y o u  g o t  h e re .
OK, primarily I got here via a health problem, in many ways I suppose that was a prime 
reason and the health side actually ended up me having a by-pass operation, a triple by­
pass heart operation but prior to that I'd had 16 years or thereabouts of angina so my 
health had deteriorated over that period of time. Prior to that, I was in sales and 
marketing, which in itself is quite a high-pressure area of work. For the South of England I 
had a team of people under me and it was interesting work for all that. So, when the 
angina manifested itself I was 46, various issues had to be addressed and the situation I 
found myself in got out control, the economy around that period went into decline, pretty 
much like we're going through now, therefore it was of paramount importance to try and 
keep the ship on an even keel. Of course, we're al! subject to these situations, and we are 
not in any way able to resolve them solely as individuals, so I had to deal with the 
situations in a way that everyone had to deal with the situation and find ways o f ... getting 
on with my life and raising a family during that difficult economic period. I ended up here, 
working for the VWHDC because of it but having said that, in some ways perhaps we're 
meant to do things in life that we do not expect to do -
- y e s  -
- And this is one I didn't expect to be in. The fact that it presented itself, I then got myself 
organised to- mentally, adjust to a different type of work and life style- I'd applied for, the 
position of Enforcement Monitoring Officer I had no background in, So, I had to burn the 
midnight oil, to educate myself in planning regulations and to some extent planning law. 
My Manager, Planning Officers, administration Officers and other colleagues were; and 
still are very helpful when asked for advice.
I think that my situation demonstrates that it is possible for individuals to change direction 
in their working lives and be reasonably successful but, only if they are prepared learn a 
new skill.
- v e r y  m u c h ,  v e r y  m u c h  s o . S o  i f  I 'v e  g o t  th e  r ig h t  e n d  o f  th e  s t ic k ,  y o u  w e re  in  y o u r  
la te  5 0 s  w h e n  y o u  c a m e  to  w o r k  h e re ?
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Yes I was 58/59 -
- y e s  -
- at that time I'd had a couple of menial jobs in between getting here because obviously 
nobody was terribly interested in employing someone with angina.
A h  r ig h t ,  s o  y o u  s p e n t  m o s t  o f  y o u r  l i fe  in  th e  p r iv a te  s e c to r  -
- indeed, yes -
- w h e re  th e  m o n e y  w a s  g o o d  f o r  s o m e  jo b s  a n d  n o t  s o  g o o d  f o r  o th e r  jo b s  a n d  th e n  
y o u  c a m e  to  w o r k  h e re  -
- yes -
- w h a t -  h o w  d o e s  th e  m o n e y  h e re  c o m p a re  to  w h a t  y o u  w e re  u s e d  to ?
Oh it doesn't,- it's a liveable wage, - 1 think what you have to do when you come from a 
background such as mine and the sort of money that was available you have to readjust 
your lifestyle accordingly fortunately me and my wife are not, and never have been 
concerned with keeping up with the Joneses.
- y e s  -
It takes you into un-chartered areas such as friends, neighbours, and your material wants 
and needs come into question. People you thought were friends no longer telephone, or 
invite you to a dinner party. You have to put all this to one side and say 'well what do I 
need what friends do I still have and what can I afford?' so you- have to deal with it and 
not fear; or consider yourself a failure, because it’s not anything to do with failure, it's 
about life’s challenges; health problems within an economic crisis. It is about getting on 
with what you are confronted with. By being employed by the VWHDC, my salary, was that 
of a public servant. 1 believe most public servants, are underpaid for the professionalism 
and the qualification required to carry out the tasks required of them. Originally, a local 
government officers low salary compared with the private sector was offset by a very good 
pension scheme which now, it would appear, doesn't exist. So you have to ask yourself 
why are people going into public service, as a career? it's not a job for life anymore and 
the decent pension isn't there.
- b u t  y o u 'r e  O K  f o r  p e n s io n  a r e n 't  y o u ,  i t 's  --
- 1- will get a pension, yes; but not a very large one simply because 1 haven't put the years 
in -
- y e s  -
- but that's not to say that those that have put there full time in will get their full pension- it's 
being eroded away by Government legislation so we have a problem there -
- y e s ,  y e s ,  s u re ,  s o  in  a n u ts h e l l ,  w h y  a re  y o u  w o r k in g  f o r  th e  lo c a l C o u n c i l?  Is  
i t  b e c a u s e  i t 's  a n ic e  c o m fo r ta b le  jo b  w i th  a p e n s io n  o r  is  th e re  s o m e th in g  
e ls e , s o m e th in g  d e e p e r  th e re ?
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It was a need to start off with, I needed a job, I needed something to get my grey matter 
working so it was more a need than anything else but having got here, my interest in what 
I do within the planning field, developed into an enthusiasm to learn more about planning 
issues there by enabling me to carry out my duties with confidence,
R ig h t ,  s o -  s o ,  in  y o u r  o w n  w o r d s  . . .  w h a t  is  y o u r  jo b  in v o lv e d  w ith ,  is  i t  g o in g  o u t  
a n d  s e e in g  w h a t  p e o p le  a re  d o in g ?
Yes, we respond to concerns brought to our attention from various sources i.e Planning 
Officers, councillors, MPs and concerned constituents etc. Planning Enforcement requires 
us to visit sites to ensure the conditions are being implemented. A planning application is 
received, put through the planning application process, and if approved a Notice of 
Permission with conditions is granted. Our task is to ensure those conditions are applied in 
full. In other area’s a planning application has been refused. The applicant is entitled to go 
through, an appeals procedure and wins the appeal, but, the Inspectorate will applied his 
own or adopted some of the councils conditions, these conditions also have to be applied 
in full and it is our task to ensure they are. We are responsible for controlling unlawful 
advertising, buildings, without planning permission, high hedge complaints. Unlawful 
alterations to a listed building requires a caution being read to the person/persons 
responsible for carrying out the unlawful act, so that anything that is said can be used in a 
court of law should it be necessary to do so. An important part of our work requires 
discipline in keeping up to date records, willingness to listen and give advice where 
appropriate.
- r ig h t ,  y e s  -
- y e s  -
M m m . S o  . . .  w h o  d o  y o u  s e rv e  in  y o u r  jo b ,  d o  y o u  s e rv e  th e  C o u n c i l  o r  d o  y o u  
s e rv e  th e  p u b l ic ?
Well I-1 think all officers are servants of the public in essence. My job is to help them (the 
public) get over a planning issue that maybe of their making or of somebody's else's.,
There has to be an authority, you have to have a local authority to run the District- the 
town, the City, you have to have Local Government to administer local regulations that 
serve the interests of local inhabitants. So, I think I serve the public. -
- o r  d o  -  w e ll ,  y e s ,  th a t  s o u n d s  n ic e  a n d  c o m fo r ta b le  w h e n  y o u  s a y  i t  a n d  I t h in k  I 
w o u ld  p r o b a b ly  s a y  th e  s a m e  in  y o u r  s h o e s ,  b u t  w h o  p a y s  y o u r  w a g e s ?
The public, because the salary’s we earn as local government officers comes out of their- 
council tax. Unlike the private sector customers, there is nowhere else for local tax payers 
to go, - you live where you live, you have no choice but to pay your taxes to the local 
authority - that runs your area. Like Hampshire County Council, Hampshire District 
Council, whatever, If you are dissatisfied with the way your local authority runs your area 
you cannot apply to pay them else where, unlike in the private sector selling manufactured 
goods you are able to decide who will provide you with the better product for the money 
you are prepared spend.
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Out of me, as a individual employee? I like think so -
- h o w  d o  y o u  k n o w ?
By the comments, I think, OK, that's a simplistic twist, I like to think I am doing the public 
a service. Our/my job is to help the public and it's very nice to be able to, sometimes they 
will say 'You have been very helpful, thank you very much, you've put me on the right 
track.' etc. Others look at you and say, 'You're an absolute pain! Why do you do this?
How do you sleep at night? Can't you stop', you know, 'harassing the public!!' you get the 
whole spectrum of- of people and their attitude towards you but in general I have to say, I' 
am well received wherever I go -
- m m -h m m , y e s , y e s  -
- and I think we all are, not just me, I think the team, there's a team of 3, and I think that 
we're all- each one of us is well received you know, very rarely do we come across 
somebody who's aggressive in the first instance.
R ig h t,  i f  th e re -  i f  y o u  d o  c o m e  a c ro s s  s o m e o n e  w h o 's  a g g re s s iv e ,  d o  y o u  k n o w -  d o  
y o u  a lw a y s  k n o w  w h e y  th e y 'r e  a g g re s s iv e ?
Um, yes, in some ways it's because there's a sense of guilt on their part, they've done 
something wrong and you're there to get the information out of them, secondly that they 
are just the way they are, we've certain individuals who continually try to abuse the system 
and take on the VWHDC
-  y e s  -
- and they're professional at it, so we know how to deal with them, in a different way, but 
the general public are the mainstay of what we do.
R ig h t,  le t 's  ta lk  a b o u t  th e  g e n e ra l p u b l ic ,  I m e a n  1 d o n 't  k n o w  h o w  m a n y  th o u s a n d s  
o f  p e o p le  l iv e  in  th e  g e o g ra p h ic a l p a tc h  c o v e re d  b y  th is  C o u n c il ,  b u t  i t  m u s t  b e , y o u  
k n o w , ru n  in to  te n s  o f  th o u s a n d s  -
- yes it does -
- y e s  a n d  I s u p p o s e  y o u  o n ly  s e e  a  t in y  f r a c t io n  o f  t h a t  te n s  o f  th o u s a n d s  o f  p e o p le , 
y o u  o n ly  s e e  th e  fe w , r e la t iv e ly  fe w , s m a l l  p e rc e n ta g e  w h o  h a v e  p la n n in g  is s u e s  -
- yes indeed -
- s o  y o u  h a v e  n o  c o n ta c t  w i th  a l l  th e  o th e r s  a t  a l!  -
we do- have contact with them in a wider sense we come across them through new 
legislation covering wider issues, Advertising as a case in point requires consent to display 
groups and individuals require guidance on these matters. But primarily they are about 
planning issues,if somebody puts an extension up, a large extension, it's cost a load of 
money and so they're pretty annoyed when you tell them it requires a retrospective
A r e  t h e y  g e t t i n g  g o o d  v a l u e  f o r  m o n e y  o u t  o f  y o u ?
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planning application, but it can be about somebody who's put a shed up in their back 
garden and their neighbour doesn't like it -
- [chuckles ]  y e s  -
- or it could be something about a hedge, they don't like, so we play the devil's advocate in 
many ways, we advise them sometimes that it's not a planning issues, it's a neighbour 
issue and they should go and see a solicitor,, we would put them on that path- to where 
they need to be. There's those that think we are a local militia when you hear some of 
there requests ... they think we are a police force, and stop various operations happening 
with immediate effect. Well that's not the case I' say.What do you want, do you want a 
police state? Because, that's what you're asking for.
M m m , m m m , y e s , y e s . S o  h o w  d o  y o u  t h in k  o f  s o c ie ty  in  g e n e ra l,  y o u  s e rv e  the 
p u b l ic ,  o r  the  p u b l ic  w h o  l iv e  w i th in  t h is  p a r t  o f  O x fo rd s h ir e ,  d o  y o u  th in k  o f  th e m  a s  
o n e  s o c ie ty  o r  d o  y o u  th in k  o f  th e m  a s  in d iv id u a ls ,  y o u  k n o w , th e  c la s s ic  M a rg a re t  
T h a tc h e r  th in g  ' There’s  no su ch  thing a s  so c ie ty  anymore, it ju s t  individual, m e and  
m ine ' -
No I see it as a society-1 think .... - 1 think that there's apathy quite frankly within society 
as a whole. From the various surveys that we do from time to time, this apathy manifests 
its self in local politics if you like, there's an apathy towards authority, towards 
governments or any group that perceives to be political its iike, it doesn't matter what I say, 
nobody's going to listen/ alter; anything that I have to say. which annoys me intensely. 
There's an old adage that if you take a sheaf of corn and try to break it in half it is in most 
instances impossible to break a sheaf of corn than it is to one strand. So collectively, you 
are far stronger as a group than you are as a single individual. So society needs to 
regroup, have a purpose, a desire, to introduce old values. Stop being a Want it all society. 
You mentioned Thatcher, through her doctrine, she broke society up into sections i e the 
unions, she broke the back, if you like, of the unions so we became a ’’Divide and Rule” 
society 'If I want a rise I come and see as an individual and I don't care about him, I'm 
going to get more than him. We were forced into this situation of being individuals, now 
supposedly we're far better off, but are we any happier? and I would say society's not 
happy with their lot, we are working longer hours, so they might be earning more money 
but per hour the money hasn't gone up at all. You're just working longer for what they get.
R ig h t,  s o  a s  a  p u b l ic  s e r v a n t  is  y o u r  jo b  to  m a k e  p e o p le  h a p p ie r?
No not happier, content- more satisfied with the way we do what we do; and the reasons 
why we do it, We do not to say, Tm here because I am going to take enforcement action 
against you.; we ...' give the reasons for our visit and why there is a need to try and rectify 
the situation.
- y e s , y e s  -
If you explain things, people are far more .... far more at ease in giving you the 
information you're looking for -
- y e s  —
- as opposed to demanding an answer, ask for it.
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M m m , y e s , y e s ,  y e s . L e t  m e  p u t  th a t  in  th e  c o n te x t  o f  th e  jo b  y o u  d o  n o w  b e c a u s e  
y o u ’v e  b e e n  d o in g  th is -  y o u 'v e  b e e n  w o r k in g  f o r  th is  o rg a n is a t io n  f o r  w h a t ,  6 Y2 
y e a rs  -
- yes -
- s o m e th in g  l ik e  th a t  -
- yes, yes -
- y e s , h a v e  y o u  b e e n  d o in g  e x a c t ly  th e  s a m e  jo b  -
- yes -
- o r  h a s  th e  jo b  c h a n g e d  o r  g ro w n  s o m e h o w  o v e r  th a t  t im e ?
Well it certainly- it's certainly changed, planning enforcement.. I don't really like the 
terminology but I'll use it anyway, planning enforcement has always been considered the 
Cinderella of planning -  it's there but nobody really wants it, it's not particularly well paid, 
it's not professional in terms of you don't have to have a professional status to do the job, 
you have to have some kind of background to do it certainly and you have to have a 
certain amount of intelligence to do it, but nevertheless, and when I came here it was sort 
of, much lower key than it is now, it's much more high-profile and it's- fortunately I think 
quite rightly -  it's being monitored as to the type of service we're given and how we 
interact with the planning officers and other officers that we have to deal with to do our job. 
So, we're bringing them in as ... then it's not sort of 'oh well, yes OK, you just get on with it, 
we don't particularly want to know', I mean we've got a Chief Executive that says, 'Oh I 
used to be a planner', he said,' and I keep planning enforcement at arm's length' -  right 
well OK, but we're still part of it, you know, why keep- you've got to know about it for us to 
do our job.
Y e s , y e s  -
- but it's a political animal as well -
- y e s , y e s , s o  h o w  w o u ld  y o u , I m e a n  in  a  fe w , in  y o u r  o w n  fe w  w o r d s ,  h o w  d o  fe e l 
a b o u t  y o u r  w o r k  h e re ?
How do I feel about the work? I-1- I'm comfortable with it. I am comfortable with it 
because I think, you know, it does- it does us all a service because if we didn't have this 
kind of department then [...] could turn into a shanty town, if you just let everybody just do 
whatever they wanted, then you'd be surprised at what we walk into, so, yes, I mean, I'm 
comfortable with what I do, I think, if I'd have been younger, if I was younger, then as my 
colleague, she's doing a degree at college, she came here with a degree, and now she's 
doing another one to become a Planning Officer, I may have well wanted to go into 
Planning Law, I don't know, but I have that interest, it feels an interesting place to be so 
yes, I'm comfortable with it.
R ig h t ,  O K , n o w  th a t 's  in te re s t in g  b e c a u s e  h a v in g  c o m e  in to  th is  f a i r ly  la te  in  life ,  d o  
y o u  w is h  y o u ’d  d o n e  i t  e a r l ie r?
Yes I think so, mmm.
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Why?
Well, I just think there's a career path there, I mean it would have led me to somewhere 
else, as I say in this Planning, perhaps Planning Law became a solicitor, I'd had an 
interest in the law as a young boy, as lot's- you know, going to see films with barristers and 
judges and stuff like that, um and that- that sort of intrigued me and but I also wanted to be 
an architect as well, so there's lots of things out there that one would have liked- but yes, I- 
if I'd have come into it earlier, it may be hindsight of course, who knows, but, you know I 
think there is a career here if you want, if you wanted to do it.
Yes, yes, yes, so there's a whole of career possibilities if you had your time all over 
again you might [....] -
- 1 think-1 think you need to go back a bit and as 1 say 1 think there's something there about 
working in the private industry and the public sector, I think it would be to everybody's 
benefit if before anybody comes into- into the public sector, they work in a private industry.
Why do you say that
W ell... I think that's where the real life is, that's where- that's where money is made, that's 
where money is lost and life is about- about that, it's about the economy and you've got to 
know where the money's coming from, you can't just rely on it, it has to be earned, it has to 
be got hold of, if you're in manufacturing you've got to find the market for it -
- yes -
- OK and that market is paying salaries and keeping you in work and I think if you come 
straight into the public sector you're not aware of that, you come in at 9 o'clock and you go 
home at 5 and you close the door, I had a life where I was up at, I don't know, half past 
five in the morning and didn't go home until 7 and still got the paperwork to do and that's 
about pressure. I hear about pressure in here and I say, 'No, this is not pressure, you're 
making your own pressure because there is no pressure, not in that sense so I feel I have 
an extra string to my bow -
- yes -
- that whatever pressures I have, I put on myself because I want to do the job as best as I 
can so- and that's because I've been out and I've had those pressures, other types of 
pressure.
Right, so given a choice between working in the public sector and working in the 
private sector, what's different apart from the- the pressures? Are there other 
differences would you say?
Yes I think- er, because I spent most of my time- while I was in the drawing office in my 
early days, my- my- the middle bit was spent out on the road- out -  out- so I hadn't got 
that, if you like, interaction in the office, it was only when I went to the office did I have that 
interaction, on a daily basis it was me and me, so- and that's all I can relate to, er- there 
was a much more sense of freedom and opportunity than there is here. You have to- re- 
to do anything you have to move around, you leave here after 5 or 6 years and go and 
work for another authority because they're offering bett- it's a better position, but you can
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come back here later on for a bet- an even better position, so there is that to it but I think 
it's insular, they don't- it's not the real world, it's- it's a protected environment and lots of 
people here wouldn't survive in the outside world.
Do you think that's why they come here because it's -
- yes I do -
- it's safe -
- yes I do, and if you-1 notice it in their conversation, in their- what with you- and [...] with 
individuals, some of them don't even interact at all -
- really -
- and it's hardly a 'good morning' or a 'good afternoon', you pass them on the stairs, ... 6 
years, one chap, I've been- not said 'good morning' or 'good afternoon', nothing, not a 
word, you know.
That's interesting -
- that's my- that's a gut feeling and I don't ...want to give the impression that 'oh well' you 
know, 'it's Jack the Lad, he's been out and he's done this and done-' it's not that at all, it's 
just an observation -
- no -  no- that a very- honestly that's a very valuable observation because you have 
somebody who hasn't lived the two different lives that you have, wouldn't have been 
able to say that so that this is- this is really good stuff, so bearing in mind that you- 
you're at the age where sooner or later they're going to say 'Look, sorry you've got 
to go', you know, this is real retirement this time, do you want that day to be as far 
off in the future as it can be because you want to stay as long as you can?
No, no, not really, I mean because of my- because of what happened in the past, I couldn't 
keep up a- a private pension so whilst there's a bit of money there, there's not a 
tremendous amount of money so I'm- I'm happy to do what I'm doing but I'd like to retire to 
enjoy the things I -
- [chuckles] -
- want, that I enjoy doing and new interests that I've found, so I'd like to enjoy that as well. 
So, because I'm on a temporary contract, that they could say 'Well no we can't afford you 
or we don't want you' that's- that's fine, then I- then I'd leave and say 'thank you very much' 
and obviously I would have to go but whilst I still have and I-1 think I can still give 
something, it's not just about me having to say, 'Look I can- still got something to offer' and 
it's valued, then fine I'll do it for another year; I would like to think in another year's time 
when I've got everything balanced out that I can turn around and say 'OK, what I haven't 
got I haven't got, but I want to carry on with my artwork or my music' or whatever it is that 
keeps me- my interests.
Yes. So how does this temporary contract thing work, they renew it on an annual 
basis do they?
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Yes on a yearly basis .... I've just been sent the paperwork saying do I want to stay on 
another year, would I like renew it and I've said yes so that's up to my line manager, the 
Director of Planning and the Manager of Planning to say whether they actually want you 
for another year, so it's really up to them.
Any idea what they're likely to say or -?
W ell.. it's been inferred that they would like me to stay from the Manager, he said it's been
inferred that they would like me to stay so, one's hoping that that is going to be the case. I
mean they are offering at the moment early retirement to 55s and over for the two others, 
you know -
- would that be an attractive proposition if the money was right?
Weil not me because I'm actually- reached retirement age so it doesn't affect me -
- it wouldn't buy you out in that way -
- you know, it doesn't affect me at all but it affects those, I mean, hence we started- we 
come round to this thing about the changes that have been made, we've got a new Chief 
Exec who now is running two authorities [....] need to stay- save money so they're going to 
chop a tier of management, well they're going to invade the tier of management, senior 
managers and cut it down from 14 to 8 or whatever, so they're going to go but it doesn't 
stop there, they're looking at 750,000 quid at this stage but I can see you know, this being 
offered, this early retirement is .... how many will accept that and then it will be you know, 
carving- carving the rest up later on, there will be a [...] -
- yes, yes I suppose that's the way the world is going isn’t it, so does it matter much 
to you I mean, if the money's OK and the pension's good, and it's a nice comfortable 
environment, does it matter to you very much whether you work in the public sector 
or the private sector? Is there any difference as far as you're concerned?
Yes, I think there is a difference, I think there's a- outside it's -  the word savage isn't the 
right word and I think there's a- a- outside now because there's a great pool of people that 
they can choose from- from Europe now with the opening- you know, Europe being 
opened up so there's this mass of- of people that they can draw off of, so if you leave the 
job, say, 'well I'm- bring someone else in, you know it doesn't matter', I think there's a lack 
of loyalty on both sides. In my day we were loyal to the company but the company were 
loyal to us, we were very happy in what we were doing, I mean in the sales centre, to stay 
somewhere 13 years, pretty much was unknown, but whilst it was part of a large group, 
the company itself was like a family, you had to do the work mind, it didn't- you know, it 
wasn't like 'Oh we'll look aft-' you had to bring- you had to bring it to the table to have a 
share in the proceeds so- but that has largely disappeared, it would- to my mind- out there 
so -
- it still exists in here would you say?
In here I just think-1 just think quite frankly, that once again, it's a pool of people out there, 
they can- they can pull in so, I mean, you get a manager that says 'I'm leaving' and he 
might have been here, I don't know, 20 years, you know, he's got all that or she or he has 
got all that experience and they're willing to let it go because he want another grand a year 
or whatever -
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- yes, yes -
- it doesn't matter, it doesn't matter, we just want you to work doing .. history, knowledge 
of the area, and such and so forth is -  you can't buy that, that happens over a period of 
time. I mean the time I've been here, 1 knew nobody, knew nothing about- but now after 6 
years I know places, I know people and they know me so you build up this ... portfolio of 
knowledge and 'ah yes I remember something like that, yes, we'll look at that' and so you 
have this going on all the time but sadly that is being eroded away.
So it's going the same way as the private sector -
- yes, the private sector yes, that's what they want, that's what they're trying to introduce 
but I'm saying I've seen it before, you spread yourself too thin, you cannot give the service 
that you gave before because you're too thin on the ground -
- yes, sure -
- you can't do that and it's cheaper but it's better, well there's nothing in life that can be 
cheaper and better, you pay for the quality, whether it be a suit or whether it be a service, 
you pay for the quality and that- if it's going to be worth any [...] it's going to be- it's going 
to be costly, it can't be cheap -
- yes, oh fair enough, yes I see where you're coming from with that. Can 1 just check 
you out on some- some sort of dimensions of this job, but we're getting to the end 
of it, you- you've given me some very useful stuff here, thinking about the job 
you've got now and the job you've had for the last 6 years, all the intrinsic rewards, 
ail the stuff that's not the salary, and not- not the pension, but you know, what is it 
about the job that makes you feel good?
Er, what does it make .. make you feel good? Um, I think it's results, we get a result to- it 
may go to Court, and we may go to a hearing and we get a result, that is very pleasing.
Or, on the other side, something that I'd been dealing with and they say 'Mr Weaver, you- 
you- thank you very much, you've been most helpful' -  that's just as pleasing as well, so 
there is a balance here of on the one hand I'm an official that is happy to do the job and 
the investigation work and get a result at the end of it, I think it's results orientated and that 
goes the same as outside in the private sector.
Yes, so it doesn’t matter if you're here or anywhere else, it's getting those resuits 
and getting the odd thank you and -
- yes -
- that carries you through -
- yes, absolutely -
- OK, so no difference there, extrinsically was, already talked about the fact that they 
money's nothing special but the pension's not bad, how do you feel about that? 
Would more money make the job different, better, or just make it pay slightly better?
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No it just makes the pay better. The intrinsic [...] is my colleagues, the people around me,
I get on extremely well with them; I have a short fuse I have to say, I get just as annoyed 
with myself as I might with others because I like to get things right, and I expect others to 
get it right, I only expect to be told once or twice, I don't expect to tell others more than 
twice that, you know, come in and switch your brain on in the morning, you know, that's 
what I'm asking of myself as much as I ask of anybody else, although I'm not in control of 
anybody at all, but I do expect that people around me to switch on and- and if I need some 
assistance then it should be there.
So- so the people you work with are pretty- pretty OK, you gel together nicely, do 
people tend to stay .. presumably they haven't all been there as long as you have, or 
some have been there longer? Or do they come and go?
Within our own area nobody's left —
- really -
- there's only 3 of us, there's the- there's only 3 of us and a clerk, but within Planning, I 
have to say it's rather different. I've seen more people leave here than I ever saw in sales 
and marketing -
- really -
- oh yes, yes, not- under their own volition if you like, not that they've been forced out or 
anything, made to leave or -  but the turnover of staff, that's what I'm saying is they don't 
want to retain anybody, say 'OK, fine, go' -
- so they go to jobs that pay better?
Yes.
Or do they go to jobs that are just not quite so boring in some ways?
No, no, no, look 1 wouldn't say planning is boring, planning is not boring, um, whatever 
else you might think of, it is not that, it's very fast track, there are things that have to be 
done in a time span, so everybody has- knows what they have to do, so they leave here 
and they go to another job, it’s generally a step up the ladder -
- yes, yes -
- OK, that's what they're looking for, they're looking to better themselves because they 
can't do it here so they ... go elsewhere -
- yes, right, teli me about the bosses because I know managers come and go, 
particularly when you've been reorganised every five minutes but what are the 
relationships with- with the management side -
- what with the management? I mean, there's several tiers of management, if you go 
through the tiers, 1 suppose I get on with all the tiers, I [...] my immediate boss, the 
Manager, the Director and the Chief Exec and so on and so forth. I was asked a question 
when I came here, because of my age, would it bother me if I was in ch- a person in 
charge of me was younger, a lot younger, I said 'Not at all, if they know more than me then
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that's fine' you know, why not? And I think that- that particular doctrine has been very 
helpful in my- in my dealings with management on a regular basis and so, no I get on with 
the management I think -  I- I'm honest with them, I think I'm honest because it's not a 
career move for me, you know, it's not as if 'Oh, I need the job, I need ...'I can be honest, 
not rude, but I can be forthright, I can be you know, I can tell it as it is or as I think it is, not 
particularly what they want to hear but what I think -
- but you feel comfortable and able to [ . . . ] -
- oh yes I do, I do, yes -
- right, OK, so putting everything together, how do you feel about the job?
Overall, if I wasn't satisfied I wouldn't be here, I wouldn't have carried on for another year 
or indeed wanted to carry for another year, no I would have gone, so overall I'm satisfied 
with the job, I can see areas where- which I think need looking at but that's not an- I'm not 
going to change that. Only, you know, only the management could do that and society at 
large, if they want to, they can change it.
Yes, some things are going to happen and some things are not going to happen -
- yes, that's right, yes -
- right, OK, so that's the job, what about the Vale, bearing in mind that this Council's 
going through all sorts of changes, how do you feel about working here? Good 
place to work?
Yes. Overall I would say it's a good place to work .. it- it- and l-l- from m y  I go to a
particular society .. about three times a year, we belong to, it's called SEOG and talking to 
like-minded officers and doing the same job in other areas, there's not a lot of difference 
here than anywhere else quite frankly -
- uh-huh -
- and I think that it's a general thing throughout the UK, [...] it's never been any different 
and I don't think it's going to be different in the future, I think it is what it is, it has- it has to 
be and all I can see is one day it will be one man and a computer, and the computer's 
going to say to the man or lady, 'Don't forget to turn the light out on the way out' -
- mm-hmm, mm-hmm -
- that's what it's going to be.
The way it's going, yes. So not a bad 6 years if you get another couple of them here
- that's right, if I- if I can do that and my- and there's no reason why my health will not 
stand up, my GP's happy with it, with the way I'm going, I-1 exercise regularly and I can 
only say that I- I've been very fortunate and I wouldn't want to let anybody down.
Sounds good to me. OK, I think we're done!
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Are we? Good.
That's great, thank you very much.
Thank you very much, thank you. 
END OF RECORDING
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TRANSCRIPTION
Text in bold indicates interviewer speaking 
[ ] -  indecipherable
Interview 'D'
Right, that's recording -
- cool.
There we are. OK, Alec, let's just- let's talk in general terms about you and how you 
got here and what you're doing here. Tell me what you do.
Um, what I do at the moment, I do a lot of noise control work both domestic noise and 
noisy stereos, barking dogs, but also industrial and commercial, so noisy pubs, noisy 
factories. Also various [...] you know, air pollution control work, issuing environmental 
permits to processes, dealing with smoky bonfires, random smells, blocked sewers, I 
mean that's- probably those- those three sort of elements are the main part of my job -
- so does that mean you- you're out of the office more than you're in it? Can be -
- can be, if we're very busy I can be running from one job to another-
- yes -
- can get a bit hectic but at the moment it- it's not that time of year when I'm doing that, the 
kids are back at school, it's getting a bit cold, we're not getting the volume of complaints in, 
so I can do some catch-up admin, you know.
Right, OK, so are you a one-man department or are there several of you doing it?
No there's several of us, um, we split the- it's a very large district, I've got the business bit 
but it's geographically the smallest so I've got Abingdon and the surrounding parishes. A 
lot of it I can do on foot from the office which is quite good, keeps me fit -
- nice, very low carbon ...-
- yes, yes!
Do- do you live close to the office as well?
Er, not terribly, I actually live about 26 miles away but one of the things I feel is very 
positive given the fact I do enforcement work is not to live on the district, not to live above 
the shop, so I inevitably annoy a lot of people in the job that I do -
- yes -
- but I don't- that doesn't worry me too much because I'm not paid to be Mr Nice Guy but it 
does mean that 1 haven't got somebody that will mark a cross on my doorstep -
- yes -
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- 1 like to have that little bit of distance -
- so you actually live in a neighbouring district -
- 1 do, yes -
- yes “
- and that suits me perfectly -
- yes, yes, right. So you said you're not paid to be Mr Nice Guy, what are you paid to 
be?
Um, basically to try and maintain a standard of amenity if you like, for people. You have a 
reasonably expectation of quiet enjoyment of your property, that sounds a bit legalistic, 
you know, but you don't expect to be woken up at 2 o'clock in the morning by your 
neighbours coming home in a drunken brawl and turning their stereos on -
- u h-huh -
- yes, that's the kind of thing, so if I get that kind of problem and they don't pay attention 
then I write them a nice friendly letter saying '[...] di-da-di-da-di-da' and they don't pay 
attention when I serve a formal notice saying 'Do that again mate and you're in Court' and 
they don't pay attention and we take them to Court and prosecute them, then I'm the one 
that goes and gets the warrant and kicks the door down and takes every piece of sound 
reproduction equipment out of the house, that's what I mean when I say I'm not paid to be 
Mr Nice Guy -
- right-
- um, you know, if a problem crops up, I'm paid to try and solve it, 1 say try because some 
problems are insoluable so inevitably I will ruffle people up the wrong way -
- yes -
- and on the other hand I will turn round to some people and say 'No I'm afraid this isn't a 
problem, you've got an unreasonable expectation of piece and quiet' so I can ruffle people 
up the other way but I've got um, I'm paid to make a professional judgement for the 
Council -
- right -
- and decide whether something breaks the law or doesn't and the law that I deal with, it's 
not like speeding where you can say 'right you were doing 36 in a 30 mph zone, you've 
broken the law' 1 haven't got that kind of yardstick, I have to use for want of a better word, 
professional judgement.
Yes, OK. Now let me ask you the killer question, who do you work for? Who do you 
serve?
Mmm, that is an interesting question because it's got more than one answer.
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- OK, the first and legalistic answer is I work for the Council, they pay my wages. In a 
broader sense, I'm actually working for Joe Public but that's kind of not like a legalistic 
binding contract with Joe Public. I will, if I think that Joe Public's got a case when he 
comes to me and says Tve got a problem' I will step in and 1 will help him. At the same 
time if I think 'actually no, you're being unreasonable', I will tell him that. And I do get 
people that say 'Well I pay your wages' 1 say,' Well technically you do but then again so do 
I pay my own wages via taxes and things like that, so there is that element but it's 
dangerous to put too much weight on it because then you can find yourself you know, 
caving in to demands too easily when perhaps you should be maintaining that professional 
judgement there.
Yes, yes.
And there is an argument, and this is even more nebulous, is, 'Do I serve society?' and 
that's a very difficult one because depending who you speak to, you can either take the 
Thatcherite view that there's no such thing as society, just collections of individuals, who 
may or may not be acting in the common cause at the various times -
- yes -
- or you can take the idea that yes there is some kind of [...] society and it has norms of 
behaviour and sometimes the peer pressure to maintain those norms is not enough to 
keep certain people within those norms, you know, to stop people parking in disabled bays 
or breaking the speed limit, or waking their neighbours up [...] get involved and I in a way, 
um, can be seen to be partly the conscience of society but that makes me sound far 
mighty than I am, I'm not a [...] or you could say I'm like the hobnail boots enforcement 
society which is perhaps a bit closer to it but it's somehow in between I think.
Yes, yes. So are you a good thing, would the world be worse off without you?
Um, I think there's certain parts of the world that would be worse off without me! I mean 
there's certain streets in Abingdon that if I hadn't have been doing the things that I've been 
doing, wouldn't have had their problems sorted out and there would be people who would 
be ripping their hair out and there would be people getting beaten up because it happens, I 
mean I've got a collection of press clippings that I keep about noise and the number stupid 
cases where somebody hits somebody with an axe because he's been whammed-up by 
his neighbour's dog yapping for the last two years or whatever and these things happen. I 
mean they're the extreme cases but then you find neighbours who haven't spoken to each 
other for 20 years all because of you know, Joe Bloggs bought a dog and John Smith 
didn't like it, so, yes, I can't..! suppose I smooth down the edges -
- yes -
- in people's personal interactions.
Yes, so it's a valuable job that somebody's got to do -
- it's-1 think, you know-
- in broad terms it's a good thing -
G i v e  m e  a l l -  g i v e  m e  a i l  t h e  a n s w e r s  y o u  g o t  -
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- yes -
- is it the job- is the job of your dreams? Is it the job you wanted when you left 
school?
I doubt I'd have ever had said that when I left school but then, you know, that was 
[contorting voice] 198- -
- yes -
- um, yes, I saw myself going into local government -
- you actually wanted to work in local government did you?
I was- certainly wanted to work in the public sector and -
- ooh tell me about that, why?
Well I used to go into school on the train every day into Coventry and I used to go past 
Coventry Radiator Factory, the Triumph Factory, various car factories on my way into 
work, and over the 7 years I was going into school I saw them progressively winding down 
and closing. I was living in a city with high unemployment rates and all the industrial 
employers, car factories and machine tools factories were closing ... I was thinking, a 
mean- what I considered to be a meaningful job in the private sector looked to me to be 
something that wasn't in Coventry -
- yes -
- and when I looked around other cities, the same things were happening, steel works 
were closing, basically industry in that era was in a very steep decline and so I thought 
'Well OK, what do I want out of life?1 and at that stage the thought came Well a bit of job 
security would be good' and the best place for job security that I could see in Coventry at 
that time was the public sector and I thought 'Well yes that's interesting' -  I did think about 
banking but I think I'd have gone spare if I'd have been stuck in an office all the time and 
when I saw the opportunity to study Environmental Health with a bursary from the City 
Council, prospects- very solid prospect of employment at the end of the course and a job 
that sounded vaguely interesting, bit of law, bit of applied biochemistry and microbiology 
and physics, so I thought, 'Yes that sounds about my gip' so I went for it and got- got it and 
I guess after some initial doubts early on, I haven't really looked back.
Right, OK, that's interesting so you're going to become a public sector man for the 
rest of your life or are you going to perhaps -
- 1 didn't know at that stage that it was going to be for the rest of life, 1 saw people going 
out into consultancy or going to work in the private sector for the big retailers, the big 
manufacturers because 1 started off, I liked to do food safety, health and safety, that was 
the thing I liked doing when I first qualified, largely because I understood it better when I 
first qualified than the kind of work that I do now and we always, I think, feel a little more 
confident with things that we have a better inherent understanding of. And then as time 
went by I suddenly-1 suddenly realised that actually that kind of work was pretty repetitive, 
you know, you'd go round, you'd see the same people all the time, two yearly or three
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yearly cycle, and, you know, sometimes you're seeing an improvement, sometimes you 
seeing a place getting worse but mostly it's the same old thing and I was suddenly starting 
to think 'actually this isn't half as satisfying as I first of all thought it would be' so I took a 
conscious- there was a conscious decision to sort of, swap areas of specialism -
- yes -
- and an opportunistic thing as well, I'd not long got married, my wife was offered a job in 
Swindon and I was re-1 was working up in Coventry, she was finishing off her PhD-just 
finished off her PhD in Aston and she was offered a job in Swindon by the Economic and 
Social Research Council -
- right, yes -
- so she took that job and I looked immediately down in sort of Oxfordshire, Wiltshire, 
Berkshire, Gloucestershire, sort of general area for a job and a job came up at [....] District 
Council as was, now West Berkshire, and they offered it to me and it was in the- very 
much this kind of field only it was more centred on commercial premises so I was still 
doing the Food and Safety but I was then also doing the- a lot of the pollution control and 
noise [...] so it was associated with commercial premises so I was starting to make that 
transition to what I do now and I did an Acoustics Diploma to get my head round 
something I never got my head round at university, I never got my head round acoustics at 
university, did the diploma and then wondered why I had any difficulty with itl It was like,
?, it was easy! I just didn’t realise it at the time, perhaps because I had a very academic 
tutor in there -
- yes -
- and he didn't really make it very practical -
- it didn't come to life -
- no he was far too academic so. The guys I was dealing with at NESCoT, North East 
Surrey College of Technology, there were far more down to earth and suddenly the whole 
thing made a lot more sense and did that for a couple of years and moved down to [..] 
Valley doing very much the noise control, air pollution control, very much the sort of kind of 
job I'm doing now down there, so that was kind of the transition and, at that time ! was still 
thought 'yes OK, I don't see myself going into the private sector now' I suddenly-1 
suddenly realised I'd actually grown quite happy in the public sector, you know, the 
remuneration was quite adequate for my needs; I didn't seem to see anything that any of 
my mates that were working in the private sector- they might have been earning more 
money than me, but they were working longer hours, they didn't have the job security, well 
it's a trade-off, I Was quite, I think, I was quite-1 realise I was happy and now I'm [...] Happy 
I suppose, partly because 5 years working abroad paying no tax -
- [chuckles] -
- means my wife and I salted away a fair bit of money and our financial security's 
considerably better. There's less what I call non-work stresses which makes it easier to 
enjoy what you're doing -
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- yes, are you at the age where you're thinking about your pension yet? Or has that 
not come in?
Er, I'm thinking about it and I'm looking and I'm looking at what's happening in the stock 
markets and I’m going ... I'm glad I'm in local government actually, local government 
pension scheme is very good, I know a few people are agitating, there was something in 
the press today about 'Oh can we continue to afford it?' Well I would be a little miffed if 
they started tinkering with it because as far as I can see it, pension is merely deferred 
salary -
- mmm, yes -
- and you know, the promise is, 'we'll pay you a decent pension at the end of it' and that's 
part of your salary package and suddenly tinkering around with your pension is effectively 
cutting your salary significantly because otherw- you've got to then make investments [...] 
to make it up.
Yes, OK. Fair dos. So we've talked about the kind of work you like doing, how do 
you feel about serving the public?
I guess when I started that wasn't necessarily an important motivator, um, but as the years 
have gone by, I kind of realise that it is actually quite a positive thing in.. terms of your own 
self-image. You could just sort of say, treat it like any other job, but I do- there is 
something- there is something there and it's ... very difficult to define things that there is a 
sort of satisfaction that can come from it when you do a job well for the public, whether I, 
you know, and sometimes it will get recognised, sometimes it will go unnoticed and that 
doesn't necessarily matter but it's sometimes quite nice when a job that you've done gets a 
bit of recognition either through the press or through your peers or whatever -
- yes -
- but yes, that is actually quite an important factor. 1 don't think I'd get the same sort of 
satisfaction from doing this kind of job in the private sector as a consultant.
But you might get more money -
- 1 might get more money but I get less job security, I wouldn't have the local government 
pension scheme, you know?
[laughs]
It's a trade-off, it's a trade-off and you know, if I was a consultant working for you know, 
one of the big retailers or you know, Waitrose or somebody like that, I would be serving a 
master, another master, a master who's perhaps raison d'etre, isn't- perhaps isn't able as 
that of her- the local authority which is- a local authority exists to provide services for its 
residents.
Ah does it though?
Well, there's- there's two sort-1 think really it does, if it doesn't, what is it doing? Providing 
jobs for local government officers?
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Well yes there's that to it -
- um I'm n o t-
- or enforcing ideas from Whitehall but they're a bit disguised to look as though 
there's some local democracy there?
- yes [...] all, yes that is something that I've noticed seems to be more going on the longer 
I've been working in local government, Whitehall is becoming more prescriptive about how 
services need to be delivered at a local level and it does sometimes make you a little ... 
you smile wryly when you hear terms like 'modernisation' because you realise this is a kind 
of double-speak and it can- you think back to George Orwell and 1984 and it- double­
speak had its vision of a totalitarian society but in fact we- we- through PR media and spin 
and the way that Government um, Government in its broadest sense and the media 
interacts. We have come into this ... where certain words are taboo, you can't say 'Ah 
there's going to be- we're going to downsize the public sector', you say, 'We're going to 
modernise the public sector' so you do get this sort of [...] double-speak creeping in and ...
I have to smile quite wryly at it, I mean some people can get angry about it and I think I did 
when I first sort of realised what was going on and I sort of laughed and said, ’Well, it’s just 
a different vocabulary, once you know what the vocabulary means, it's like consultation is 
another one- one of these phrases which doesn't quite mean what you think it means, 
once you realise that, you just go 'Oh it's just vocabulary, let's not get too hung up about 
the words!' I can cut and paste my favourite word in place, you know, but coming back to 
the question you were asking, yes I think primarily local government exists to provide local 
services to other people. That's why Whitehall gets really p***ed off with us because we 
don't all do things the same way and we don't all do things they way Whitehall would like 
us to do them.
How do the local people feel you people delivering local services, do they think 
they're getting good value for money out of you?
I think that depends who you ask and when.
Uh-huh! Say more!
Yes, when somebody's just had their council tax bill land on their doormat, they will 
probably go, 'Bl**dy Council, what are they bl**dy .. blah, blah, blah ..' I sort of go through 
listening to myself when it lands on my doormat and so if I do it then everybody must be 
doing it but when they've suddenly had- when they- if you speak to them after they've had 
the deliver of a service, which they've not had to pay for at point of delivery, like I've just 
take the neighbours' stereo away, I'm sure they'll give you a different answer. (2.09.56)
But you have to assume that because very rarely do they come up and shake you by 
the hand?
Well we do occasionally get letters that say ,thank you very much, you've done a 
wonderful job' -
- yes -
- occasionally we get letters that 'you're bl**dy useless!' but you know, we can't always 
give people what they want, we are constrained by law, about some of the things we can
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do, some people recognise that, some people choose not to, we do do you know, the old 
tick-box surveys, a bit iike yours really! [laughs]
One of many, yes!
[laughing] And, you know, we get feedback, you know, [....] etc, etc, etc -
- yes -
- and I think if you speak to some to some of the [...] they had a successful delivery of 
service, you'd get very different answers [ . . . ] -
- yes, yes, yes, fair dos, fair dos, so you're a public sector man through and through
- yes -
- yes, for better or for worse, but you seem to be feeling quite comfortable about it, 
if you were outsourced, if you, you know, you went the same way as the dustbins 
and you became, you know, somehow bought in by the public sector when it suits 
and with the possibility of, it's going to happen for the next 20 years but the 
possibility is that they might terminate the contract this time next year if they get a 
cheaper offer, would that feel differently to you somehow?
Um, I think, I mean there's absolutely no reason why the work 1 do couldn't be outsourced, 
a lot of people in my sort of side of it 'well we're enforcement, we can't do that sort o f ....' 
that's a bit sort of whistling in the dark, it could be outsourced but I think I'd feel differently 
about making money for the very big corporation limited then I do working for- directly for 
the local authority because suddenly what I'm doing becomes different. If I'm working for 
the very big corporation, what am I doing? Suddenly I'm part of a machine that makes 
money for the shareholders in a very big corporation but in terms -
- but it might be delivering better value for money for the local council tax payers -
- it might be, but often what happens with outsourced services, I've certainly seen this in 
my area where I've seen outsourced out of hours response services provided, you look at 
the contract, and you don't get anything that isn't in the contract where- whereas I, when 
I'm doing the out of hours service, it might not be in the contract, but I've got the discretion 
to say, actually it's in the public interest for me to go and out deal with this. But if that, you 
know, if I'm working for the very big corporation and the very big corporation's got a 
contract that says 'we're going to do A,B,C and D but not E' and something comes in that's 
'E' and it's very, you know, you look at it and think well actually, poor bl**dy common sense 
tells you that we really ought to make some kind of response, even if I can't necessarily 
solve the problem, I might be able to solve the problem, then you know, at present I can do 
that, if I was working for a very big corporation, I'm not sure I would be able to.
Yes, yes, so that would be the big difference between public service and private 
service -
- yes, I think so -
- in your line -
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- yes, I think in terms of what would happen to Joe Public service delivery -
- yes -
- 1 mean I'm not, you know, it might be a cheaper service but it might not be as flexible. 
Yes, OK, OK. Now in the 20-odd years you've been a public servant -  
[sniggers]
- young man!
[laughs]
- you've seen a few changes haven't you?
Er, yes, yes. Although [ . . . . ] -
- you can see certain cycles coming in here can you?
Yes. I get [...] being through you know, first 10 years everything's seems novel and then- 
'Hang on' you start to say, 'hang on, we did this 15 years ago' I think it was when we 
moved from centralisation to de-centralisation, now we're going back to centralisation. The 
one trend which I think has been pretty so far, irreversible, has been one-way trend, has 
been the degree of prescription from Central Government -
- really, you've noticed that as a constant thing -
- 1 think it is, yes, um, a lot more stuff coming from DEFRA to tell us that we've got to 
provide certain services in certain ways and we've got to provide a lot more feedback to 
DEFRA proving that we've done it precisely in that way -
- ah-ha, yes, yes -
- um, which it's like any- anything like that, um, we know what they want to see, we'll make 
sure that they see that but above and beyond that we've still got the flexibility to do other 
stuff-
- yes,yes -
- and you're doing stuff in other ways.
Yes, yes. So does working in the public sector feel less good now than it used to, 
or- or more good, or is it about the same?
Um, there's two sides to this, I think if you look purely at the job, I would have to say 
there's more petty irritations now to it than there was, say, 10 years ago -
- really, yes -
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- but in terms of my personal- where I am personally, I'm probably happier with it but that's 
got a lot to do with me, you know, and a lot less to do with DEFRA and relationship 
between DEFRA and [...] what used to be the Office of the Deputy Prime Minister in the 
local government [ . . . ] -
- yes, yes, yes, so you're a kind of specialist little corner of what goes in this 
building aren't you?
Yes, pretty much so, I think a lot of people you know, on this side of the building don't 
know what we do -
- yes -
- and I'm very surprised, I mean, Maggie, one of the accountants (well the auditor or the 
accountant, I can't remember now, doesn't matter) was surprised to find me on her 
doorstep responding to a [....] complaint, she said 'It's you!', I said, 'Yes it's me' she said, 
'Oh is this what you do?' I said 'Yes!' [laughs] -
- but did- did she know your name?
Well she knew my face, but she didn't recognise the name immediately, you know, it was 
like, 'Oh right!' and I must admit, I did the same, I was like, 'Oh it's you!' -
- so you .. 'Oh yes we work in the same place' -
- yes, I mean it's quite funny, I mean actually this is one local authority where the is more,
compared to other local authorities I've worked at of similar size, [...] because their 
inevitably different, I've had less contact with people in Planning, in Finance and less so, 
the legal side is slightly different case, than I've had in other local authorities, although I've 
had more contact here probably with our legal people than 1 have in others because I've 
been doing more and more interesting legal work with them -
- yes -
- you can almost say that it was almost like a [...] -
- because you've worked so closely with it you know the answers before you ask the 
questions ...-
- yes, I mean, it's kind of you know, 'OK, I think I know this is the answer to the question,
but I'm going ask it anyway just to make sure -
- mmm, yes, as I say [....] your expertise isn't it?
Yes, yes -
- so you've got this situation where there’s you as a rather small department and 
then there's the colleagues in the building who you interact with -
- yes -
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- and then there's ail the other people in the building so bit by bit we radiate out so 
we've got -
- that's right -
- all 300 people on the payroll -
- yes but what I find here is that whereas in other local authorities there might have been 
like half a dozen very strong links -
- yes -
- here I find there’s only two or three and the other links are quite- are more tenuous and I 
think that's possibly a historical, cultural thing with this local authority. I don't know why 
these things crop up -
- yes, yes -
- every local authority has its own distinct vulture -
- because I notice quite a few people seem to have been here forever -
- yes -
- and they're very much, I assume, set in their ways but I can't [ . . . ] -
- 1 mean we've got-1 mean in our- in our little team we've got one young lady who was 
here when it Andover Rural Dis- Abingdon Rural District Council and another chap, young 
chap who was here when it- there was Wantage District Council, so -
- how many years back are we going here?!
- well that's probably '73 when the RDCs and EDCs all sort of swept away!
Gosh I just remember that!
Yes. [laughs] 1 remember it because my Dad, he used to work for the City of Coventry Fire 
Brigade -
- oh he was a public servant as well was he?
Interesting this isn't it? And so my brother also went to work for Coventry City Council in 
the Parks Department and then went to work for the West Midlands Fire Brigade -
- right -
- so it- yes there is a lot of things there going on -  
-so  inherited characteristics
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- possibly, yes, I mean, without realising it, maybe there was some sort of familial sort of 
expectation, not necessarily expressed in any way but you know, it was 'OK' to be a public 
servant -
- yes -
- whereas in America it's very looked down upon -
- is that so?
So I'm told by my American friends because having the opportunity to live and work 
abroad I met quite a few Americans and they said it was very different, the view of people 
working in the public sector in America as opposed to in the UK is quite different, they had- 
they're regarded as being much lower status whereas here, relatively speaking [...] higher 
status I guess.
Mmm, that's interesting -
- and I think people don't look down on us in quite the same way as the do estate agents 
anyhow!
- [chuckles] -  you're somewhere in the pecking order! Right, we've sort of touched 
on ail of this, but I just want to sound you out on how you feel about some of the 
things going on in- in the world of work here, you know, we talked about how the 
money ain't great but the pension's pretty good if you live long enough and all the 
rest of it -
-y e s -
- but in general, you know, we talked the intrinsic rewards, feeling good about what 
you're doing, and getting things that you can't hang a money value on -
- yes -
- intrinsic rewards in general would you say, pretty good in your job?
I think it all depends where you are personally -
- yes -
- in your life, um, how you feel about intrinsic rewards, um, I think that is a very deeply 
personal thing. I would say generally I'm very happy and satisfied in my life, which makes _ 
it much easier to be happy and satisfied with my work.
Yes, you just- were you always a naturally happy child?
Um, oh God that's reaching back isn't it!? [both laugh] Um, oh God I was a [...] teenager 
and I- was I a bit of an angry young man as I was student and stuff like that, I suppose I 
was a bit, um, but I guess you know, as years have gone by and you know, I've mellowed 
a little with age and my .... interests in my, you know, my private life have developed and 
come to fruition, I found that I'm more generally satisfied with where I am, I've done my 
little bit of sort of, travelling the world and working in weird and wonderful exotic places, so
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that kind of itch has been scratched, you know, I can't go round and say, I'm never going 
to go round and say, 'Well if I had my time again 1 would have done this ...' because I- you 
know, I have done the thing that's outside the envelope, I've gone and lived and worked 
abroad and found it a thoroughly enjoyable experience and then had that bizarre 
experience of reverse culture shock, of coming back to the UK -
-yes -
- [laughs] -
- 1 bet that hurts didn't it?
Um, it made me stop smoking, I went from 50- the equivalent of 50p for a pack of Russian 
cigarettes to £5- that very quickly made me stop I tell you!
[laughs]
They say that money doesn't have an impact on smoking, I'll tell you it does but it has to hit 
hard [laughs] -
- it did the job. OK, so the intrinsic rewards are more or less right for you at this 
stage of your life -
- yes, and I think you've got to be in the right place in your life to be satisfied with that, if 
you're not happy in other aspects of your life, you're going to find that you've not going to 
be satisfied with those I don't think -
- yes, OK, so -  you're in your mid-forties aren't you?
Yes -
- yes. So are you going to get more satisfied or less satisfied as you get older? [...] 
the next 20 years?
Well that's the future, I mean, I don't know what's going to happen when I walk out of this 
interview to go and pick up some equipment from one of my complainants ... I can 
speculate that aspects of the job are going to lose some of their satisfaction if current 
trends continue, including the possibility of being outsourced as we touched on, but I don't 
think, you know, all other things being equal, that's a horrible phrase, I can't see myself 
becoming less satisfied with my personal, you know, where I am now, such that I would 
radically restructure where I am, I'm- it's difficult- difficult to say, you know, what going to 
happen in 10 years' time -
- oh sure -
- 1 mean, good God, 15 years ago I'd never have considered the idea of working abroad,
I'd have gone 'No that's too far outside the box for me1 but the river flows, we change.
Go with it -
- yes.
hjc-transcriptions.co.uk 490
Yes, OK. We talked about extrinsic rewards as well, money's rubbish but pension's 
not bad when you get there, is that how it feels or -?
- the monies are not rubbish, the money's not rubbish, the money's actually not bad, it's 
perfectly adequate for my needs -
- because you're not- not at sort of entry-level salary now are you?
No, I don't exactly have a lot of head-space now but that doesn't bother me because I don't 
need more money -
- yes, yes -
- you might argue that with my experience and qualifications I could command a better 
salary somewhere else perhaps, don't really want to, you know, in a way I quite like where 
I am -
- yes, yes -  no I know what you’re saying -
- yes -
- how about the way you're managed, how do you feel about your immediate boss 
and the bosses in general in this place?
U m -
- don't think the room's bugged, you can be as forthright as you like -
- no, no, no, no more bugs than anywhere else anyhow, my immediately supervisor is 
great, he knows what I do, how I do it and why I do it and I think he sees pretty much eye 
to eye with me on a lot of the reasons for it -
- yes -
- I've had quite a lot of disagreements with his boss and I think part of that is we've got 
completely different personalities, I'm going to be very unfair to him but to me it feel like he 
just lives for meetings. Now if I had my way, any room that is used for meetings would 
have no tables and no chairs and tea, coffee and biscuits would be banned from meetings 
for the sake of getting them over officially -
- yes, yes -
- [laughs] you know, there's a diff- slightly different world view going on there and we've 
sort of butted against each other but in the last couple of years I think he's kind of, I won't 
say he's coming round to seeing my way of the world, but I think he's sort of tolerating 
what I do because I get results and I kind of tolerate him because he's not on my back so 
you know, it's moving in the right direction -
- were you working at that relationship?
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And as for the higher level beyond that, to be honest, I don’t have much contact with them, 
one of the odd occasions when I've had to have contact with them I've got what I needed 
fairly quickly so ... -
- what about your co-workers, you know, people on the same level as you or maybe 
slightly down a bit or slightly up in a different department?
Um, it's like [...] there are some people who I know put in as much or more effort than me
- mm-hmm -
- they might not have all the same set of skills as me [....] different set of skills or do things 
in a different way and their fine, equally I know there's one or two shirkers who sometimes 
the temptation to throttle them .... is almost overpowering! [laughs] and you sort of look at- 
you think 'now hang on, how come you're still- how come this hasn't kind of become 
apparent to anybody else' but then again there may be things about the way they work 
which I can't see and can't understand, can't comprehend, so there's a little frustration 
there but [...] some other guys are a pretty good bunch so -
- so, yes, so on and so on -
- yes, some people I sort of take a deep breath when I realise I've got to work with them on 
something, and other guys are going 'Oh that'll be fun' -
- yes, yes, yes, so putting it ail together, are you happy in your work?
Yes.
Deliriously happy or just OK happy?
Oh I think some people would say that the mere fact of being happy is a symptom of being 
delirious but no, I'd say I’m happy, broadly, I think delirious would be overstating it, you 
know, 1 look through those sort of Sits Vac in back of the [...] and I go 'I don't want to goto 
any of these places' to earn roughly the same amount of money that I'm earning here, 
better the devil you know than the devil don't, it's kind of where we are -
- so we’ve got this inertia thing that it happens that says, yes OK, it's not the perfect 
job b u t-
- but there is no such thing as the perfect job -
- right, is that a conclusion you've come to from bitter experience?
Oh the experience wasn't bitter but I've worked for Coventry, Newbury, [..] Valley, 
Hillingdon, here, so- and the embassy, so five local authorities and one other employer, 
and they've all got their strengths, they've all got their weaknesses, they all. offer you 
opportunities and they all cramp your style in some way but each case is different.
Um, so all things considered, do you want to stick around here or are you going to 
think of moving on sooner or later?
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Can't see any reason to move on at the moment, bear in mind that my wife earns more 
than me working up in London for a charity and if she suddenly got made an offer that was 
too good to refuse, 1 wouldn't have any compunction about dropping this, I'd no 
compunction about dropping [...] Valley to go to work in Russia and at that stage I didn't 
even know I was going to land in a job -
- yes* yes -
- that was like a jump off the cliff and hold your nose and see where you land, that was- 
that was an interesting experience and quite exhilarating -
- mmm, yes, all sorts of things -
- so all that job security stuff that I've been telling you, there came this mad 5 minutes 
where I just said, 'sod it, let's throw all that out the window and have an adventure', well 
we've had our adventure and now we're back in job security again!
Mmm, hey! What a life. You thought-1 thought that was my last question, I have 
one more question for you, your wife works for a charity -
- yes -
- 1 thought charity workers were lowly paid?
Um, not if you're essentially the Deputy Chief Executive -
- oh she's -
- [laughs] -
- if you rise high enough the money's not -
- oh yes, um, and actually she was designated as Deputy Chief Executive when she first 
got the job but they rearranged it and they took that sort of part of the title away and she's 
now Director of Externa! Relations, so yes.
So who does she work for?
The Physiological Society -
- what do they do?
They represent and promote scientists and physicians working in sort of primary research 
into physiologic healthcare, they get their fingers into lots of different pies, so they sort of 
like, almost anatomical research, biochemical research, biomedical research, this whole 
thing amount animal experimentation, so very involved in- they link in with lots of org- other 
organisations like the Boys Group which works on human replacement and reduction of 
animals used in experiments, and a lot of liaison with parliament, lot of lobbying and that 
sort of thing and her current pet project is working on capacity building in the Third World, 
in Africa in particular to stimulate their own development of their own science-base in 
physiology because they've got a hell of a lot of health problems that need sorting and are 
probably better sorted you know, for Africans in Africa by Africans -
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- yes, you need local solutions don’t you -
- yes -
- yes, yes. Hey that sounds really, really interesting, much better than all this local 
government stuff!
Yes but in a way it's got the same kind of ethos behind it, she worked for a arms-length 
local- arms-length central Government agency, Research Council before, she worked for 
the British Council, she worked for another charity at one stage, a branch of Oxford 
Innovation and now she works for another -  that's also a public service area -
- yes, yes there's not a lot of profit motive in any of those is there?
No there isn't and it's quite- and I think that's perhaps one reason why, you know, Liz and I 
sort of rub along quite happily, both quite happy with our work, [...] we've got a similar 
world-view.
Yes, yes, yes. So possibly your next job could be working for a charity rather than a 
local government-
- yes, I mean if it just so happened that Liz got offered a job in Paris for the RUCN or 
somebody like that, um, what would I do? Well I'd go! Reckon 1 could do that.
You could be tempted eh?
Well yes,I mean, ... all other things being equal I can't see myself moving [...] you never 
know what's coming up!
[laughs] That's good, you're still young -
- well yes, I've known people at 40 who are old fogies -
- yes -
- um, but strangely enough my generation isn't quite like that, seems to be a little more ... I 
don't know what the word is! You might say immature I suppose! [laughs]
Ah yes, keep immature, that was- that was Wedgewood-Benn wasn't it, Tony Benn, 
immatures with age.
Yes. [laughs]
Right, well keep on doing it. Alec that's fantastic, thank you for that, I think we’ve 
done, let's turn off the machine.... stop. And-
END OF RECORDING
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Appendix 13: Cronbach alpha analysis for VWHDC data set (n=74) 
Pay Satisfaction
Case Processing Summary
N %
Cases Valid 73 96.1
Excluded(a) 3 3.9
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of items
.835 4
Item Statistics
Mean Std. Deviation N
Q1 - pay (1) 3.3699 1.57680 73
Q10 - pay (2) 2.9452 1.44232 73
Q 1 9 - pay (3) 3.2192 1.53882 73
Q28 - pay (4) 2.6164 1.30841 73
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1 ) 8.7808 12.590 .720 .766
Q 1 0 - pay (2) 9.2055 14.638 .581 .827
Q19 - pay (3) 8.9315 13.065 .692 .779
Q28 - pay (4) 9.5342 14.613 .680 .788
Scale Statistics
Mean Variance Std. Deviation N of Items
12.1507 23.130 4.80934 4
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P r o m o t i o n  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 70 92.1
Excluded(a) 6 7.9
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach’s
Alpha N of Items
.772 4
item Statistics
Mean Std. Deviation N
Q2 - promotion (1) 2.4571 1.40068 70
Q11 - promotion (2) 2.7429 1.23577 70
Q20 -  promotion (3) 2.6429 1.11688 70
Q33 - promotion (4) 2.6429 1.29699 70
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q2 - promotion (1) 8.0286 8.811 .537 .741
Q 11 - promotion (2) 7.7429 9.208 .600 .703
Q20 - promotion (3) 7.8429 9.960 .572 .721
Q33 - promotion (4) 7.8429 8.917 .599 .703
Scale Statistics
Mean Variance Std. Deviation N of Items
10.4857 15.239 3.90371 4
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S u p e r v i s i o n  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 71 93.4
Excluded(a) 5 6.6
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.805 4
Item Statistics
Mean Std. Deviation N
Q3 - immediate 
supervisor (1 ) 4.6338 1.27883 71
Q 1 2 - immediate 
supervisor (2) 4.8451 1.52735 71
Q21 - immediate 
supervisor (3) 4.4085 1.60870 71
Q30 - immediate 
supervisor (4) 4.8592 1.30160 71
Item-Total Statistics
Scale Mean if 
item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q3 - immediate 
supervisor (1 ) 14.1127 13.416 .616 .760
Q12 - immediate ; 
supervisor (2) 13.9014 12.004 .613 .761
Q21 - immediate 
supervisor (3) 14.3380 11.513 .616 .762
Q30 - immediate 
supervisor (4) 13.8873 12.959 .658 .741
Scale Statistics
Mean Variance Std. Deviation N of Items
18.7465 20.821 4.56295 4
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F r i n g e  B e n e f i t s  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 70 92.1
Excluded(a) 6 7.9
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.827 4 '
Item Statistics
Mean Std. Deviation N
Q4 - fringe benefits (1) 3.2571 1.54812 70
Q13 - fringe benefits (2) 3.1286 1.54095 70
Q22 - fringe benefits (3) 3.3714 1.33157 70
Q29 - fringe benefits (4) 3.0714 1.35477 70
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q4 - fringe benefits (1) 9.5714 11.669 .756 .731
Q13 - fringe benefits (2) 9.7000 13.141 .586 .815
Q22 - fringe benefits (3) 9.4571 13.904 .642 .787
Q29 - fringe benefits (4) 9.7571 13.781 .640 .788
Scale Statistics
Mean Variance Std. Deviation N of Items
12.8286 22.057 4.69650 4
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C o n t i n g e n t  R e w a r d s  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 71 93.4
Excluded(a) 5 6.6
! Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.771 4
item Statistics
Mean Std. Deviation N
Q5 - contingent 
rewards (1 ) 3.7324 1.36233 71
Q14 - contingent 
rewards (2) 3.6197 1.35611 71
Q23 - contingent 
rewards (3) 2.9014 1.25533 71
Q32 - contingent 
rewards (4) 3.1972 1.30515 71
Item-Total Statistics
Scale Mean if 
item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q5 - contingent 
rewards ( 1 ) 9.7183 9.691 .588 .708
Q14 - contingent 
rewards (2) 9.8310 9.885 .564 .721
Q23 -  contingent 
rewards (3) 10.5493 10.823 .501 .752
Q32 -  contingent 
rewards (4) 10.2535 9.649 .639 .681
Scale Statistics
Mean Variance Std. Deviation N of Items
13.4507 16.537 4.06655 4
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O p e r a t i n g  C o n d i t i o n s  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 72 94.7
Excluded(a) ■4 5.3
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.515 4
Item Statistics
Mean Std. Deviation N
Q6 - operating 
conditions (1 ) 2.8750 1.18604 72
Q15-operating  
conditions (2) 3.4722 1.26683 72
Q24 - operating 
conditions (3) 2.9722 1.23302 72
Q31 - operating 
conditions (4) 2.9306 1.27076 72
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q6 - operating 
conditions (1 ) 9.3750 6.660 .319 .432
Q15 - operating 
conditions (2) 8.7778 7.302 .163 .567
Q24 - operating 
conditions (3) 9.2778 6.119 .390 .366
Q31 - operating 
conditions (4) 9.3194 6.108 .366 .387
Scale Statistics
Mean Variance Std. Deviation N of items
12.2500 10.021 3.16562 4
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C o - w o r k e r s  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 73 96.1
Excluded(a) 3 3.9
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.691 4
Item Statistics
Mean Std. Deviation N
Q7 - co-workers (1) 5.2466 .81276 73
Q16 - co-workers (2) 3.5068 1.37561 73
Q25 - co-workers (3) 4.9315 .88708 73
Q34 - co-workers (4) 3.9315 1.49377 73
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if item 
Deleted
Q7 - co-workers (1) 12.3699 8.292 .560 .612
Q16 - co-workers (2) i 14.1096 6.210 .506 .611
Q25 - co-workers (3) 12.6849 8.385 .467 .644
Q34 - co-workers (4) 13.6849 5.830 .487 .641
Scale Statistics
Mean Variance Std. Deviation N of Items
17.6164 11.573 3.40192 4
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N a t u r e  o f  W o r k  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 72 94.7
Excluded(a) 4 5.3
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.736 4
Item Statistics
Mean Std. Deviation N
Q8 - nature of work (1) 3.9722 1.42386 72
Q17 - nature of work (2) 4.6111 .92775 72
Q27 - nature of work (3) 4.6250 .95589 72
Q35 - nature of work (4) 4.5139 .87199 72
Item-Total Statistics
Scale Mean if 
item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q8 - nature of work (1) 13.7500 5.035 .487 .745
Q17 - nature of work (2) 13.1111 6.241 .663 .610
Q27 - nature of work (3) 13.0972 7.159 .411 .736
Q35 - nature of work (4) 13.2083 6.477 .662 .620
Scale Statistics
Mean Variance Std. Deviation N of Items
17.7222 10.175 3.18987 4
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C o m m u n i c a t i o n  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 73 96.1
Exciuded(a) 3 3.9
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of items
.673 4
item Statistics
Mean Std. Deviation N
Q9 - communication (1) 2.9589 1.24095 73
Q18 - communication (2) 3.4247 1.31146 73
Q26 - communication (3) 3.0274 1.36395 73
Q36 - communication (4) 3.9315 1.38773 73
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q9 - communication (1) 10.3836 8.518 .576 .530
Q18 - communication (2) 9.9178 8.521 .521 .562
Q26 - communication (3) 10.3151 8.747 .449 .611
Q36 - communication (4) 9.4110 9.718 .299 .710
Scale Statistics
Mean Variance Std. Deviation N of Items
13.3425 14.228 3.77204 4
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T o t a l  J o b  S a t i s f a c t i o n
Case Processing Summary
N %
Cases Valid 65 85.5
Excluded(a) 11 14.5
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's 
Alpha • N of Items
.890 36
(continued on next page)
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Item Statistics
Mean Std. Deviation N
Q1 - pay (1) 3.3385 1.61320 65
Q2-promotion (1) 2.4615 1.42606 65
Q3 - immediate supervisor (1) 4.6462 1.23023 65
Q4 - fringe benefits (1) 3.2923 1.56847 65
Q5 - contingent rewards (1) 3.7077 1.35466 65
Q6 - operating conditions (1) 2.8308 1.20635 65
Q7 - co-workers (1) 5.2769 .81983 65
Q8 - nature of work (1) 3.8923 1.44831 65
Q9 - communication (1) 2.9692 1.23705 65
Q10 - pay (2) 2.9231 1.43948 65
Q11 - promotion (2) 2.7077 1.25901 65
Q12 - immediate supervisor (2) 4.8769 1.53610 65
Q13 - fringe benefits (2) 3.1231 1.54624 65
Q14 - contingent rewards (2) 3.5846 1.36808 65
Q15 - operating conditions (2) 3.4615 1.28789 65
Q16 - co-workers (2) 3.4615 1.40398 65
Q17 - nature of work (2) 4.6308 .92819 65
Q18 - communication (2) 3.5231 1.33589 65
Q19 - pay (3) 3.2000 1.53297 65
Q20 - promotion (3) 2.6000 1.12916 65
Q21 - immediate supervisor (3) 4.5385 1.54188 65
Q22 - fringe benefits (3) 3.3538 1.35128 65
Q23 - contingent rewards (3) 2.8308 1.28171 65
Q24 - operating conditions (3) 2.9077 1.19534 65
Q25 -  co-workers (3) 4.9692 .90085 65
Q26 - communication (3) 3.0462 1.41896 65
Q27 -  nature of work (3) 4.6308 .97739 65
Q28 - pay (4) 2.5231 1.31229 65
Q29 - fringe benefits (4) 3.1077 1.39332 65
Q30 - immediate supervisor (4) 4.8923 1.27626 65
Q31 -  operating conditions (4) 2.9077 1.28359 65
Q32 - contingent rewards (4) 3.1231 1.30513 65
Q33 - promotion (4) 2.6308 1.32958 65
Q34 - co-workers (4) 3.8769 1.49486 65
Q35 - nature of work (4) 4.5231 .88579 65
Q36 - communication (4) 3.9231 1.40654 65
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Item-Total Statistics
Scale Mean 
if item 
Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if item 
Deleted
Q1 - pay (1) 124.9538 438.920 .373 .888
Q2 - promotion (1) 125.8308 438.143 .445 .887
Q3 - immediate supervisor (1) 123.6462 448.357 .324 .889
Q4 - fringe benefits (1) 125.0000 425.875 .593 .883
Q5 - contingent rewards (1) 124.5846 433.059 .565 .884
Q6 - operating conditions (1 ) 125.4615 449.440 .310 .889
Q7 - co-workers (1) 123.0154 458.703 .210 .890
Q8 - nature of work (1) 124.4000 444.369 .332 .889
Q9 - communication (1) 125.3231 437.535 .535 .885
Q 1 0 - pay (2) 125.3692 440.205 .405 .887
Q11 - promotion (2) 125.5846 438.622 .503 .886
Q12 - immediate supervisor (2) 123.4154 434.497 .467 .886
Q13 - fringe benefits (2) 125.1692 434.237 .467 .886
Q14 - contingent rewards (2) 124.7077 437.491 .478 .886
Q15 - operating conditions (2) 124.8308 461.268 .069 .893
Q16 - co-workers (2) 124.8308 436.799 .477 .886
Q17 - nature of work (2) 123.6615 456.134 .246 .890
Q18 - communication (2) 124.7692 442.212 .405 .887
Q19 - pay (3) 125.0923 433.210 .489 .886
Q20 - promotion (3) 125.6923 442.185 .490 .886
Q21 - immediate supervisor (3) 123.7538 438.720 .397 .888
Q22 - fringe benefits (3) 124.9385 443.027 .385 .888
Q23 - contingent rewards (3) 125.4615 434.690 .569 .884
Q24 - operating conditions (3) 125.3846 451.428 .273 .889
Q25 - co-workers (3) 123.3231 460.378 .144 .891
Q26 - communication (3) 125.2462 442.720 .369 .888
Q27 -  nature of work (3) 123.6615 458.571 .172 .890
Q28 - pay (4) 125.7692 431.899 .607 .884
Q29 - fringe benefits (4) 125.1846 434.059 .529 .885
Q30 - immediate supervisor (4) 123.4000 455.213 .182 .891
Q31 - operating conditions (4) 125.3846 460.178 .089 .893
Q32 - contingent rewards (4) 125.1692 431.737 .614 .884
Q33 -  promotion (4) 125.6615 432.540 .586 .884
Q34 - co-workers (4) 124.4154 440.028 .390 .888
Q35 - nature of work (4) 123.7692 445.962 .534 .886
Q36 - communication (4) 124.3692 439.643 .426 .887
Scale Statistics
Mean Variance Std. Deviation N of items
128.2923 466.741 21.60420 36
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V o l u n t a r y  T u r n o v e r  I n t e n t i o n
Case Processing Summary
N %
Cases Valid 71 93.4
Excluded(a) 5 6.6
Total 76 100.0
a Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.870 4
item Statistics
Mean Std. Deviation N
Q37 - stay /  quit (1) 3.2676 1.23007 71
Q38 - stay / quit (2) 3.6338 1.12427 71
Q39 - stay / quit (3) 2.9155 1.20412 71
Q40 - stay /  quit (4) 1.8592 1.17468 71
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
item Deleted
Corrected
Item-Total
Correlation
Cronbach’s 
Alpha if Item 
Deleted
Q37 - stay / quit (1) 8.4085 9.131 .739 .827
Q38 - stay / quit (2) 8.0423 9.898 .703 .842
Q39 - stay /  quit (3) 8.7606 8.842 .816 .795
Q40 - stay / quit (4) 9.8169 10.009 .639 .867
Scale Statistics
Mean Variance Std. Deviation N of Items
11.6761 16.136 4.01702 4
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P u b l i c  S e r v i c e  E t h o s
Case Processing Summary
N %
Cases Valid 70 92.1
Excluded(a) 6 7.9
Total 76 100.0
a Listwise deletion based on ail variables in the procedure.
Reliability Statistics
Cronbach's
Alpha N of Items
.591 5
Item Statistics
Mean Std. Deviation N
Q41 - public service (1) 3.7714 .74545 70
Q42 - public service (2) 3.9143 .77540 70
Q43 - public service (3) 4.1429 .76681 70
Q44 - public service (4) 3.9714 .76084 70
Q45 - public service (5) 3.5857 .89269 70
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 15.6143 3.893 .501 .455
Q42 -  public service (2) 15.4714 4.195 .354 .533
Q43 - public service (3) 15.2429 4.592 .226 .598
Q44 - public service (4) 15.4143 4.043 .425 .495
Q45 - public service (5) 15.8000 4.162 .264 .589
Scale Statistics
Mean Variance Std. Deviation N of items
19.3857 5.922 2.43342 5
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A p p e n d i x  1 4  -  F i e l d  s t u d y  d i s t r i b u t i o n  d a t a  ( K o l m o g o r o v  -  S m i r n o v )
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A p p e n d i x  1 4  -  F i e l d  s t u d y  d i s t r i b u t i o n  d a t a  ( K o l m o g o r o v  -  S m i r n o v )
Satisfaction w ith pay
Tests of Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
paymean .074 74 .200(*) .964 74 .035
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a normal distribution)
Satisfaction w ith prom otion prospects
Tests o f Norm ality
Koimogorov-Smimov(a) Shapiro-Wiik
Statistic df _ Sig......... Statistic df Sig.
promean .068 74 .200(*) .979 74 .241
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a normal distribution)
Satisfaction w ith supervision
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk j
Statistic df Sig. Statistic df Sig.
supmean .186 74 .000 .893 74 .000
a Lilliefors Significance Correction
(This KS significance level below  .05 indicates a distribution w hich is not norm al)
Satisfaction w ith fringe benefits
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
frinmean .088 74 .2000 .983 74 .398
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a norma! d istribution)
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Satisfaction with contingent rewards
Tests of Normality
Kolmo.qorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
contmean .077 74 .200(*) .982 74 .378
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a normal d istribution)
Satisfaction w ith operating conditions
Tests o f Norm ality
Kolmoqorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
opermean .125 74 .006 .980 74 .287
a Lilliefors Significance Correction
(This KS significance level below  .05 indicates a distribution w hich is not normal) 
Satisfaction w ith co-workers
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
cowomean .099 74 .067 .973 74 .113
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a normal distribution)
Satisfaction w ith nature of w ork
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df b.g
natumean .127 74 .005 .928 74 .000
a Lilliefors Significance Correction
(This KS significance level below  .05 indicates a distribution w hich is not normal)
Satisfaction w ith com m unications
Tests of Norm ality
Koimogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
commmean .080 74 .2000 .986 74 .560
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a normal distribution)
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Total Job Satisfaction
Tests of Normality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. ‘ Statistic df Sig.
jsmean .050 74 .2000 .986 74 .611
* This is a lower bound of the true significance, 
a Liltiefors Significance Correction
(This KS significance level above .05 indicates a normal distribution)
Voluntary turnover intention (intention to stay)
Tests o f Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
staymean .077 73 .2000 .974 73 .130
* This is a lower bound of the true significance, 
a Lilliefors Significance Correction
(This KS significance level above .05 indicates a normal distribution)
Public service ethos
Tests of Norm ality
Kolmogorov-Smirnov(a) Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
pubmean .138 73 .002 .959 73 .019
a Lilliefors Significance Correction
(This KS significance level below .05 indicates a distribution which is not normal)
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(The KS significance level is above .05, indicating a normal distribution)
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H i s t o g r a m  s h o w i n g  d a t a  d i s t r i b u t i o n  f o r  v o l u n t a r y  t u r n o v e r  i n t e n t i o n
( i n t e n t i o n  t o  s t a y )
Histogram
Mean =2.97 
Std. Dev. =1.072 
N =73
staym ean
(The KS significance level is above .05, indicating a normal distribution)
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H i s t o g r a m  s h o w i n g  d a t a  d i s t r i b u t i o n  f o r  p u b l i c  s e r v i c e  e t h o s
Histogram
(The KS significance level is below .05, indicating an abnormal distribution)
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Appendix 15 -  Testing for statistical significance of the difference 
between correlation coefficients using zQbs value
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Appendix 15 -  Testing for statistical significance of the difference 
between correlation coefficients using z 0bs value
There is a recognised procedure to discover whether the correlations for two 
groups are significantly different. It is not possible to do this in SPSS, so it is 
necessary to resort to tables and a calculator for this series of calculations.
The r  scores obtained from the initial correlation analysis must be converted 
into z scores, and then observed value of z (“z0bs value”) can be calculated 
using the following equation:
Z y - z ,  .
Zobs = I 1 ■ + 1 •
\ Ni-3 N2 — 3
This method has four essential requirements:
1. The r values for the two groups must be obtained from random samples.
2. The two groups of cases must be independent from each other (i.e. the 
scores are not taken from the same subjects on two different occasions).
3. The distributions of the scores must be normal for both groups.
4. There must be at least 20 in each group.
The three steps which must be followed are as follows:
1. Convert the rvalues for the two groups into z scores to ensure the 
normality of the sampling distributions, using the table provided by Pallant 
(2001, p.127)
2. Calculate z0bs using the equation shown above
3. Analyse the results according to the following rule:
• If -1.96 < zobs <1.96 correlation coefficients are not statistically 
significantly different.
• If Zobs ^-1 -96 or Zobs ^1.96 correlation coefficients are statistically 
significantly different.
Expressed more simply, there is not a statistically significant difference 
between the two scores if the z0bs value is between -1.96 and +1.96
Applying this approach to the data from the current study, the following 
dimensions may be divided into two groups to study whether or not there is a 
statistically significant difference between their correlations between job 
satisfaction and voluntary turnover intention (intention to stay):
Age, gender, income earner category, grading band, time with current 
employer, time in public service, and whether or not there had been any 
private sector employment.
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18-39 years 40+ years
rvalue = .624 rvalue = .134
z value = .732 z value = .135
n = 37 n = 35
.7 3 2 - .1 3 5  
Zobs = ^  1 . + ±_ .
A g e  ( g r o u p s :  1 8 - 3 9  y e a r s  a n d  4 0 + y e a r s )
Zobs =
Zobs
3 7 - 3  3 5 - 3
.597 
1 . + 1 .
34 32
.597
Zobs =  J  .0294117 + .0 3 1 2 5
.597
.0606617
.597
Zobs =  .778856
Zobs = 0.766509
There is not a statistically significant difference between the two scores if the 
Zobs value Is between -1.96 and +1.96
Therefore the coefficients for age are not significantly different.
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G e n d e r  ( g r o u p s :  m a l e  a n d  f e m a l e )
Male Female
rvalue = .240 rvalue = .438
z value = .245 z value = .469
n = 28 n — 44
.245 -  .469 
1 . +  1
2 8 - 3  4 4 - 3
-.224 
1 . + 1 .
Zobs =
Zobs =
Zobs =
Zobs =
Zobs “
Z o b s = -0.88275
There is not a statistically significant difference between the two scores if the 
Zobs value is between -1.96 and +1.96
Therefore the coefficients for gender are not significantly different.
25 41
-.224 
.04 + .0243902
-.224
.0643902
-.224
0.253752
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I n c o m e  e a r n e r  c a t e g o r y  ( g r o u p s :  m a i n  e a r n e r  a n d  n o t  m a i n  e a r n e r )
Main earner Not main earner
rvalue = .282 rvalue = .456
z value = .290 z value = .492
/7 = 31
.2 9 0 - .4 9 2  
1 . + 1 .
3 9 - 3  3 1 - 3
-.202 
1 . +
36 28
-.202
.0277777 + .0357142
-.202 
.0634919
-.202 
.251976
Zobs = -0.80166
There is not a statistically significant difference between the two scores if the 
Zobs value is between -1.96 and +1.96
Therefore the coefficients for income earner category are not significantly 
different.
n = 39
Zobs =
Zobs — 
Zobs “  
Zobs — 
Zobs =
V
V
V
V
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G r a d i n g  b a n d  ( groups: 18-39 years and 40+years)
1 to 6 7 +
rvalue = .377 rvalue = .403
z value = .396 z value = .427
/7 = 21
. 3 9 6 - 4 2 7  
1 . + 1 '. 
3 7 - 3  2 1 - 3
-.031
1 . + tfL,
34 18
-.031
.0294117 + .0555555
-.031
0 .084967
-.031
.291491
Zobs= -0.10635
There is not a statistically significant difference between the two scores if the 
Zobs value is between -1.96 and +1.96
Therefore the coefficients for grading band are not significantly different.
r? = 37
Zobs =
Zobs = 
Zobs = 
Zobs = 
Zobs —
V
V
V
V
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T i m e  w i t h  c u r r e n t  e m p l o y e r  ( g r o u p s :  0 - 4  y e a r s  a n d  5 +  y e a r s )
0 to 4 years 5 + years
rvalue = .657 rvalue = .031
z value = .788 z value = .031
n = 37 n~  35
.788-.031
Zobs = ^  1 . + 1
Zobs =
3 7 - 3  3 5 - 3
.757
Z°bs = 1 . + A.
34 32
.757
Z obs = ^  .0294117 + .03125
Zobs =
.757
.060661764
.757
.778858
Zobs= 1.247904
There is not a statistically significant difference between the two scores if the 
Zobs value is between -1.96 and +1.96
Therefore the coefficients for time with current employer are not significantly 
different.
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0 to 4 years 5 + years
rvalue = .689 rvalue = .227
z value = .846 z value = .231
n = 48
.846-.231
24-3 48-3'
.615 
1 . + 1 .
21 45
.615
.047619+ .0222222
T i m e  i n  p u b l i c  s e r v i c e  ( g r o u p s :  0 - 4  y e a r s  a n d  5 +  y e a r s )
.615
.0698412
.615
0.264275
Zobs = 2.327123
There is not a statistically significant difference between the two scores if the 
Zobs value is between -1.96 and +1.96
Therefore the coefficients for time in public service ans significantly different.
r? = 24
Zobs =
Zobs = 
Zobs = 
Zobs = 
Zobs =
V
V
V
V
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P r i v a t e  s e c t o r  e m p l o y m e n t  (groups: yes and no)
Yes No
rvalue = .289 rvalue = .426
z value = .298 z value = .455 
n=  18
.2 9 8 -4 5 5  
1 . + 1 . 
5 4 - 3  1 8 - 3
-.157 
1 . + 1 .
51 15
-.157
.0196078 + .0666666
-.157
.0862744
-.157
.293725
Zobs = -0.53451
There Is not a statistically significant difference between the two scores if the 
Zobs value is between -1.96 and +1.96
Therefore the coefficients for private sector employment are not significantly 
different.
n = 54
Zobs =
Zobs = 
Zobs = 
Zobs = 
Zobs ~
V
V
V
V
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Summary of results of Testing for statistical significance of the difference 
between correlation coefficients using z0bS value
dimension category Zobs score
age 18-39 years 40+ years .767
rvalue = .624 
z value = .732 
77 = 37
rvalue = .134 
z value = .135 
77 = 35
gender Male Female -.883
rvalue = .240 
z value = .245 
77 = 28
rvalue = .438 
z value = .469 
77 = 44
Income earner category Main earner Not main earner -.802
rvalue = .282 
z value = .290 
77 = 39
rvalue = .456 
z value = .492 
77 = 31
Grading band 1 to 6 7 + -.106
rvalue = .377 
z value = .396 
77 = 37
rvalue = .403 
z value = .427 
77 = 21
Time with current employer 0 to 4 years 5 + years 1.248
rvalue = .657 
z value = .788 
77 = 37
rvalue = .031 
z value = .031 
77 = 35
Time in public service 0 to 4 years 5 + years 2.327**
rvalue = .689 
z value = .864 
77 = 24'
rvalue = .227 
z value = .231 
77 = 48
Private sector employment Yes No -.535
rvalue = .289 
z value = .298 
77 = 54
rvalue = .426 
z value = .454 
7 7 =  18
** Coefficients are statistically significantly different.
Source: this study
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A p p e n d i x  1 6 :  C r o n b a c h  a l p h a  a n a l y s i s  f o r  p u b l i c  s e c t o r  ( v a r i o u s  e m p l o y e r s )
d a t a  s e t  ( n = 1 9 )
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Appendix 16: Cronbach alpha analysis for public sector (various employers) data set (n=19).
Item -Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q 1 -p a y (1 )  I 112.7857 797.258 .571 .936
Q2 - promotion (1) 113.0714 786.225 .614 .935
Q3 - immediate supervisor 
(1 ) 112.0000 767.077 .688 .935
Q4 -  fringe benefits (1) 112.6429 788.093 .579 .936
Q5 - contingent rewards 
(1 ) 112.2143 787.874 .628 .935
Q6 - operating conditions 
(1 ) 112.5714 776.264 .683 .935
Q7 - co-workers (1) 110.7857 807.720 .447 .937
Q8 - nature of work (1) 111.8571 792.747 .480 .937
Q9 - communication (1) 113.2857 782.835 .627 .935
Q 10 - pay (2) 112.7143 798.989 .525 .936
Q11 - promotion (2) 112.6429 801.324 .556 .936
Q12 - immediate 
supervisor (2) 110.9286 764.071 .886 .933
Q13 -  fringe benefits (2) 111.9286 763.610 .706 .934
Q 14 - contingent rewards 
(2) 112.5714 775.033 .806 .934
Q15 - operating conditions 
(2) 113.0000 808.154 .465 .937
Q16 -  co-workers (2) 111.8571 836.440 .024 .940
Q17 - nature of work (2) 110.5000 827.192 .229 .938
Q18 - communication (2) 112.0000 778.308 .641 .935
Q 19 - pay (3) 112.5000 807.346 .432 .937
Q20 - promotion (3) 113.5714 812.110 .400 .937
Q21 -  immediate 
supervisor (3) 112.0714 745.610 .818 .933
Q22 - fringe benefits (3) 112.1429 757.978 .831 .933
Q23 - contingent rewards 
(3) 112.9286 804.995 .547 .936
Q 24 - operating conditions 
(3) 112.1429 853.209 -.157 .944
Q25 - co-workers (3) 111.2143 820.643 .265 .938
Q 26 - communication (3) 112.4286 814.571 .384 .937
Q 27 - nature of work (3) 111.1429 828.901 .221 .938
Q28 - pay (4) 112.6429 797.170 .557 .936
Q 29 - fringe benefits (4) 111.9286 780.071 .621 .935
Q 30 - immediate 
supervisor (4) 1 111.0000 788.923 .655 .935
Q31 - operating conditions 
(4) I 112.7143 848.835 -.129 .942
Q32 - contingent rewards 
(4) 113.3571 804.247 .748 .936
Q 33 -  promotion (4) 113.0714 790.533 .636 .935
Q34 - co-workers (4) 111.8571 743.516 .854 .932
Q35 - nature of work (4) 111.5000 785.962 .779 .934
Q 36 - communication (4) 112.4286 813.956 .330 .938
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Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q37 - s tay /q u it (1) 6.4737 8.263 .893 .789
Q38 - stay /  quit (2) 6.1579 9.029 .777 .840
Q39 -  stay /  quit (3) 6.5263 8.708 .859 .804
Q40 - stay /  quit (4) 7.5263 13.708 .555 .924
Item -Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 17.1053 4.433 .605 .535
Q42 -  public service (2) 16.8421 4.251 .428 .625
Q 43 - public service (3) 16.6842 5.339 .374 .640
Q44 - public service (4) 16.9474 4.830 .650 .542
Q45 - public service (5) 17.0526 5.497 .187 -.728
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A p p e n d i x  1 7 :  C r o n b a c h  a l p h a  a n a l y s i s  f o r  c o m b i n e d  p u b l i c  s e c t o r  d a t a
s e t  ( n = 9 3 )
5 3 0
Appendix 17: Cronbach alpha analysis for combined public sector data set (n=93).
Item -Total Statistics
Scale Mean if 
Item Deleted
' Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 122.7975 514.882 .421 .903
Q2 - promotion (1) 123.5696 514.582 .475 .902
Q3 - immediate supervisor 
(1 ) 121.5823 515.759 .460 .902
Q4 - fringe benefits (1) 122.8101 503.335 .593 .900
Q5 - contingent rewards 
(1 ) 122.3924 509.241 .587 .901
Q6 - operating conditions 
(1 ) 123.1772 522.686 .396 .903
Q7 - co-workers (1) 120.8481 533.079 .315 .904
Q 8 - nature of work (1) 122.1772 519.968 .374 .904
Q9 - communication (1) 123.1899 510.874 .580 .901
Q10 - pay (2) 123.1266 518.009 .426 .903
Q11 - promotion (2) 123.2911 518.183 .491 .902
Q12 - immediate 
supervisor (2) 121.2025 506.882 .555 .901
Q13 - fringe benefits (2) 122.8228 509.455 .490 .902
Q14 - contingent rewards 
(2) 122.5570 509.891 .565 .901
Q15 - operating conditions 
(2) 122.7342 533.839 .194 .906
Q16 - co-workers (2) 122.5316 522.662 .361 .904
Q17 - nature of work (2) 121.3291 537.711 .206 .905
Q18 - communication (2) 122.5063 516.638 .458 .902
Q19 - pay (3) 122.8608 513.429 .472 .902
Q20 - promotion (3) 123.5443 519.867 .494 .902
Q21 - immediate 
supervisor (3) 121.6835 504.399 .531 .901
Q22 - fringe benefits (3) 122.6709 514.019 .490 .902
Q 23 - contingent rewards 
(3) 123.2405 514.031 .561 .901
Q24 - operating conditions 
(3) 123.0380 538.499 .118 .907
Q25 - co-workers (3) 121.1772 536.173 .223 .905
Q 26 - communication (3) 122.9747 523.281 .357 .904
Q 27 - nature of work (3) 121.4430 537.558 .202 .905
Q28 - pay (4) 123.4430 512.686 .558 .901
Q29 - fringe benefits (4) 122.8354 512.114 .510 .902
Q30 - immediate 
supervisor (4) 121.2025 527.702 .304 .905
Q31 - operating conditions 
(4) 123.1392 542.762 .049 .908
Q32 - contingent rewards 
(4) 123.0759 508.892 .631 .900
Q 33 - promotion (4) 123.4304 510.069 .594 .901
Q34 - co-workers (4) 122.1899 508.258 .514 .902
Q35 - nature of work (4) 121.5949 519.142 .619 .901
Q36 -  communication (4) 122.2532 517.448 .431 .903
5 3 1
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q 37 - s tay /q u it (1) 8.0000 9.483 .786 .830
Q38 - stay /  quit (2) 7.6444 10.209 .736 .849
Q39 - stay /  quit (3) 8.2889 9.556 .829 .812
Q40 -  stay /  quit (4) 9.3333 11.528 .624 .889
Item -Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 15.9326 4.336 .540 .517
Q42 - public service (2) 15.7640 4.478 .403 .582
Q43 - public service (3) 15.5506 5.046 .289 .633
Q 44 - public service (4) 15.7416 4.557 .480 .548
Q 45 - public service (5) 16.0674 4.654 .288 .645
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A p p e n d i x  1 8 :  C r o n b a c h  a l p h a  a n a l y s i s  f o r  p r i v a t e  s e c t o r  ( m i s c e l l a n e o u s )
d a t a  s e t  ( n = 4 0 )
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A ppend ix  18: C ronbach a lpha analys is  fo r p rivate  s ec to r (m iscellaneous) data se t (n=40).
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's . 
Alpha if Item 
Deleted
Q1 -  pay (1) 132.5946 980.803 .350 .944
Q 2 -  promotion (1) 133.2973 958.992 .468 .943
Q3 - immediate supervisor 
(1) 132.1081 976.766 .357 .944
Q 4-frin g e  benefits (1) 132.8108 955.602 .554 .942
Q5 - contingent rewards (1)
132.7297 954.647 .577 .942
Q6 - operating conditions 
(1) 133.1892 943.380 .692 .941
Q7 - co-workers (1) 131.7297 980.425 .421 .943
Q8 - nature of work (1) 132.5405 947.533 .603 .942
Q9 - communication (1) 133.2973 946.437 .665 .941
Q10 - pay (2) 133.5135 955.923 .528 .943
Q11 - promotion (2) 133.2703 940.980 .749 .941
Q12 - immediate supervisor 
(2) 131.3784 977.020 .524 .943
Q13 - fringe benefits (2) 133.0811 977.577 .339 .944
Q14 - contingent rewards 
(2) 132.7027 928.492 .799 .940
Q15 - operating conditions 
(2) 133.1622 985.251 .258 .945
Q16 - co-workers (2) 132.3243 972.225 .391 .944
Q17 - nature of work (2) 132.1892 959.658 .532 .943
Q18 - communication (2) 132.7027 942.159 .659 .941
Q19 -  pay (3) 132.6486 952.345 .581 .942
Q20 - promotion (3) 133.5405 954.922 .605 .942
Q21 - immediate supervisor 
(3) 132.1081 950.877 .588 .942
Q22 - fringe benefits (3) 132.8919 950.766 .574 .942
Q23 - contingent rewards 
(3) 133.2162 936.230 .735 .941
Q24 - operating conditions 
(3) 133.1622 1005.195 .068 .946
Q25 - co-workers (3) 131.9730 973.360 .520 .943
Q26 - communication (3) 132.9459 933.553 .701 .941
Q27 - nature of work (3) 132.1081 956.266 .559 .942
Q28 - pay (4) 132.9730 949.916 .645 .942
Q29 - fringe benefits (4) 133.5135 958.146 .518 .943
Q30 -  immediate supervisor 
(4) 131.7838 966.119 .640 .942
Q31 -  operating conditions 
(4) 133.5676 980.363 .364 .944
Q32 - contingent rewards 
(4) 133.4595 938.533 .821 .940
Q33 - promotion (4) ' 133.4054 940.526 .673 .941
Q34 - co-workers (4) 132.7568 970.967 .383 .944
Q35 - nature of work (4) 132.3243 952.447 .671 .941
Q36 - communication (4) 132.8649 954.953 .619 .942
534
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted *
Q37 - stay/quit (1) 8.2750 12.461 .877 .840
Q38 - stay /  quit (2) 8.1500 12.644 .860 .847
Q39 - stay /  quit (3) 8.3000 13.138 .857 .848
Q40 - stay /  quit (4) 9.4750 17.230 .565 .943
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach’s 
Alpha if Item 
Deleted
Q41 - public service (1) 15.8718 4.430 .470 .508
Q42 - public service (2) 15.9487 4.418 .400 .534
Q43 - public service (3) 16.2564 4.406 .221 .640
Q44 - public service (4) 15.9487 3.892 .564 .444
Q45 -  public service (5) 15.9744 4.499 .242 .619
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A p p e n d i x  19 :  C r o n b a c h  a l p h a  a n a l y s i s  f o r  c o m b i n e d  d a t a  s e t  (n = 1 3 3 )
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Appendix 19: Cronbach alpha analysis for combined data set (n=133)
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q1 - pay (1) 125.9224 677.290 .410 .923
Q2 - promotion (1) 126.6724 669.961 .493 .922
Q3 - immediate supervisor
(D 124.9397 679.866 .409 .923
Q4 - fringe benefits (1) 126.0000 662.452 .584 .921
Q5 - contingent rewards 
(1)
125.6897 667.659 .582 .921
Q6 -  operating conditions 
(1) 126.3707 671.801 .539 .922
Q7 - co-workers (1) 124.3190 694.428 .322 .924
Q8 - nature of work (1) 125.4828 672.826 .469 .923
Q9 - communication (1) 126.4138 665.166 .624 .921
Q 1 0 - pay (2) 126.4397 674.231 .469 .923
Q11 - promotion (2) 126.4741 667.851 .616 .921
Q 1 2 - immediate 
supervisor (2) 124.4483 672.336 .529 .922
Q13 - fringe benefits (2) 126.0948 674.626 .433 .923
Q14 - contingent rewards 
(2) 125.7931 659.052 .671 .920
Q15 -  operating conditions 
(2) 126.0603 694.335 .225 .925
Q16 - co-workers (2) 125.6552 679.863 .397 .923
Q17 - nature of work (2) 124.7931 690.966 .335 .924
Q18 - communication (2) 125.7586 668.133 .552 .922
Q 1 9 - pay (3) 125.9828 667.356 .532 .922
Q20 - promotion (3) 126.7328 673.432 .559 .922
Q21 - immediate 
supervisor (3) 125.0086 663.591 .542 .922
Q22 - fringe benefits (3) 125.9310 669.160 .532 .922
Q23 - contingent rewards 
(3) 126.4224 663.533 .652 .920
Q24 - operating conditions 
(3) 126.2672 702.371 .123 .926
Q25 - co-workers (3) 124.6207 693.907 .319 .924
Q26 -  communication (3) 126.1552 668.950 .526 .922
Q27 - nature of work (3) 124.8448 688.880 .363 .924
Q28 - pay (4) 126.4828 665.000 .608 .921
Q29 - fringe benefits (4) 126.2414 672.272 .494 .922
Q30 - immediate 
supervisor (4) 124.5776 684.890 .405 .923
Q31 - operating conditions 
(4) 126.4655 698.860 .175 .926
Q32 - contingent rewards 
(4) 126.3879 662.587 .703 .920
Q33 -  promotion (4) 126.6121 662.187 .641 .921
Q34 - co-workers (4) 125.5603 673.153 .448 .923
Q35 - nature of work (4) 125.0172 675.495 .616 .921
Q36 - communication (4) 125.6379 674.581 .486 .922
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Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q 3 7 -s ta y /q u it (1) 8.0846 10.326 .819 .829
Q38 - stay /  quit (2) 7.8000 10.921 .773 .848
Q39 - stay /  quit (3) 8.2923 10.565 .834 .824
Q40 - stay /  quit (4) 9.3769 13.167 .601 .907
Item-Total Statistics
Scale Mean if 
Item Deleted
Scale 
Variance if 
Item Deleted
Corrected
Item-Total
Correlation
Cronbach's 
Alpha if Item 
Deleted
Q41 - public service (1) 15.9141 4.331 .508 .492
Q42 - public service (2) 15.8203 4.432 .402 .542
Q43 - public service (3) 15.7656 4.921 .215 .638
Q44 - public service (4) 15.8047 4.332 .504 .494
Q45 - public service (5) 16.0391 4.573 .268 .618
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A ppend ix  20: Eta squared ca lcu la tions  fo r ANOVA resu lts  exp loring  
d iffe rences between variab les fo r  VWHDC, pub lic  sec to r (various 
em ployers) and priva te  se c to r (m iscellaneous) data sets
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Eta squared ca lcu la tions fo r  ANOVA resu lts  exp lo ring  d iffe rences 
between variab les fo r  VWHDC, pub lic  se c to r (various em ployers) and 
private sec to r (m isce llaneous) data sets
The formula used for the calculation is:
Eta squared = Sum of squares between-groups
Total sum of squares
Substituting real figures from the ANOVA:
Job sa tis faction
E2 = 4.230
68.311
= .061922677 
=.062
This may be regarded as a medium effect*
A p p e n d i x  2 0
V o lun ta ry  tu rnover in ten tion  (in tention  to  stay)
E2 = 7.550
163.914
= .046060739 
=.046
This may be regarded as a small effect*
Pub lic  serv ice  ethos
E2 = 1.618
34.196
= .047315475 
= 047
This may be regarded as a small effect*
• According to Cohen (1988, cited in Pallant, 2001):
• .01 is a small effect
• .06 is a medium effect
• .14 is a large effect
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A ppend ix  21: Tukey HSD analys is  o f th ree  variab les [job  sa tis faction , 
vo lun ta ry  tu rnove r in ten tion  (in ten tion  to  stay) and pub lic  serv ice  e thos] 
and three sam ples [VWHDC, p ub lic  se c to r (various em ployers) and 
private se c to r (m isce llaneous) data se ts]
541
Tu
ke
y 
HS
D 
an
al
ys
is
 
of 
thr
ee 
va
ri
ab
le
s 
|jo
b 
sa
ti
sf
ac
ti
on
, 
vo
lu
nt
ar
y 
tu
rn
ov
er
 i
nte
nti
on 
(in
ten
tio
n 
to 
st
ay
) 
and
 
pub
lic
 
se
rv
ic
e 
et
ho
s]
 
and
 
thr
ee 
sa
mp
le
s 
[V
WH
DC
, 
pub
lic
 s
ec
to
r 
(v
ar
io
us
 
em
pl
oy
er
s)
 a
nd 
pri
vat
e 
se
ct
or
 (
mi
sc
el
la
ne
ou
s)
 d
ata
 s
et
s]
CM
X'*5C<D
a.
CL
<
95
% 
Co
nf
id
en
ce
 
In
te
rv
al
I 
Lo
w
er
 
Bo
un
d 
|
.7
50
7 
|
.08
44
 
|
.1
05
5 
I
-.1
011
 
I
.5
69
0 
|
COCMq
x— 1.
40
86
 
|
.5
90
6 
|
CDCOCMo
r .1
02
4 
|
CMoomfc
1.
39
73
 
|
-.0
06
0 
I
OOOox—
CM00COq .534
1 
|
fcCOCD00 .150
4 
|
Up
pe
r 
Bo
un
d 
|
inmo
i" -.
56
90
-.7
50
7 
|
-1
.0
28
7 fcfc00q
i" .1
011
 
I
.0
23
6 
I
I 
-.4
53
2 
|
COooofc
1 -1.3
97
3 
|
I 
-.5
90
6 
I
-.1
02
4 
|
-.6
38
2 
I
fcCOCDCO
r
oCDoo
I 
-.1
50
4 
|
-.1
08
0 
|
-.5
34
1 
|
Si
g.
I 
.17
8 
|
oooox—
00r-x—
r.
01
3 
I
ooCOx—
I 
.01
3 
|
I 
.04
1 
|
.94
8 
|
x—fcq
! 
.10
5 
I
I 
.94
8 
I
inox—
I 
.04
5 
|
I 
.40
0 
I
1 
.04
5 
|
I 
.38
1 
I
oofc
X—COCO
St
d.
 E
rr
or
.1
80
57
 
I
.1
37
78
 
I
.1
80
57
 
I
.1
95
62
 
|
.1
37
78
 
|
.1
95
62
 
I
i 
.2
92
00
 
I 00ooCMCM
ooCMG>CM .3
16
18
 
|
.2
20
08
 
|
.3
16
18
 
I
COCMCOCO
mfcoo
.1
33
28
 
|
.1
44
32
 
|
.1
00
45
 
I
I 
.1
44
32
 
|
M
ea
n
di
ffe
re
nc
e
(l-
J) .3
22
58
 
I
-.2
42
28
 
|
-.3
22
58
 
|
*2
CDCOfcCDiq
.2
42
28
 
|
jp;
CD0OfcCDin
V—
CD
COCO00CDO x—CD
r
-.6
47
44
 
|
-.0
68
68
 
|
.6
47
44
 
|
oCMCMcq
r
I 
-.1
30
19
 
1
ST*
oCMCMCO
I 
.1
91
88
 
|
.1
30
19
 
|
COCOx—CT>
i*
(J)
 
Id
en
tif
ic
at
io
n 
nu
m
be
r
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
 
I
I 
Pr
iv
at
e 
se
ct
or
O
Q
X
Pr
iv
at
e 
se
ct
or
I V
W
H
D
C
I 
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
Pr
iv
at
e 
se
ct
or
i V
W
H
D
C
Pr
iv
at
e 
se
ct
or
! V
W
H
D
C
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
 
I
1 
Pr
iv
at
e 
se
ct
or
[ V
W
H
D
C
Pr
iv
at
e 
se
ct
or
I V
W
H
D
C
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
 
j
(i) 
Id
en
tif
ic
at
io
n 
nu
m
be
r
I V
W
H
D
C
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
Pr
iv
at
e 
se
ct
or
V
W
H
D
C
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
V
W
H
D
C
Pu
bl
ic 
se
ct
or
 
(v
ar
io
us
, 
ot
he
r 
em
pl
oy
er
s)
 
!
Pr
iv
at
e 
se
ct
or
 
!
D
ep
en
de
nt
va
ria
bl
e
js
m
ea
n
st
ay
m
ea
n
pu
bm
ea
n
CO
O
CD>
toq
<1)sz
IS
ccao11=
'EO)‘w
CDoc£
'•acra
CD
E
CD
-Ci—
CD
CD CM CO Alt
ho
ug
h 
di
ffe
re
nc
es
 
be
tw
ee
n 
the
 
th
re
e 
gr
ou
ps
 
ha
d 
be
en
 
id
en
tif
ie
d,
 t
he
 
st
at
is
tic
al
 s
ig
ni
fic
an
ce
s 
of 
th
es
e 
we
re
 
ei
th
er
 s
m
al
l, 
or 
(o
nly
 
ju
st
) 
me
di
um
 
in 
st
re
ng
th
.
A ppend ix  22: Independent sam ples t-te s t fo r  d iffe rences between pub lic  
sec to r (com bined) and priva te  se c to r (m isce llaneous) data sets
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A ppend ix  23: Eta squared ca lcu la tions  fo r independent sam ples t-tes t 
resu lts  exp lo ring  d iffe rences between variab les fo r  pub lic  sec to r 
(com bined) and private se c to r (m isce llaneous) data sets
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Eta squared ca lcu la tions fo r  independent sam ples t-tes t resu lts 
exp lo ring  d iffe rences between variab les fo r pub lic  se c to r (com bined) 
and priva te  sec to r (m iscellaneous) data se ts
The formula used for the calculation is:
Eta squared = t2
t2+(N1 + N 2 - 2 )
W h e re ! is the t-test statistic, ‘N T is the total number of subjects in the first 
sample and ‘N2’ is the total number of subjects in the second sample.
Substituting real figures from the t-test:
Job  sa tis fac tion
E2 = 1.2452
1.2452 (93 + 4 0 - 2 )
________ 155________
1.55x131
________ 155________
203.053
= .007633475004 
=.008
This may be regarded as a negligibly small effect, which is so small as 
to be virtually non-existent*
A p p e n d i x  2 3
V o lun ta ry  tu rnove r in ten tion  (in ten tion  to  stay)
E2 = -.1422
~.1422 (91 + 3 9  -  2)
-.020164
-.020164x128
-.020164
-2.580992
=.0078025 
=.008
This may be regarded as a negligibly small effect which is so small as 
to be virtually non-existent*
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P ub lic  se rv ice  ethos
E2 = .0432
.0432 (91 + 3 9  -  2)
.001843
.001843x128
.001843
.236672
= .007787148459 
=.008
This may be regarded as a negligibly small effect which is so small as 
to be virtually non-existent*
• According to Cohen (1988, cited in Pallant, 2001):
• .01 is a small effect
•  .06 is a medium effect
• .14 is a large effect
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